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FOREWORD

In June, 1975 the Honorable Minister of

Education, Mr. Julian Koziak, approved a study to

examine Jifferentiated staffing practices and to

explore their potential for Alberta schools. This

document reports the findings of that study and

presents recommendations based on these findings.
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CHAPTER 1

17' SCOPE OF THE DIFFERENTIATED
STAFANG STUDY

The staffing of schools, both in terms of the numbers and types of
personnel utilized, and of the staffing structure employed, continues to
bc a topic of interest and debate in educational circles. While the addition
of such positions as department head and guidance counsellor to those of
principal and teacher has brought an increased specialization in function,
the development of a teacher hierarchy related to instruction is still the
exception within Canadian schools.

The introduction of team-teaching, variable group size for
instruction ,-ind open-area teaching space rekindled discuss:or on staffing
practices. In addition, 'iuggestions of writers such as J. Lle/d Trump,
who proposed horizontal differentiation of function, and Dwight Allen who
recommended vertical teaching hierarchies, stimulated many schools and
systems to reexamine their staffing practices.

Other factors which have highlighted deployment of teachers include
the increasing numberb of trained and untrained personnel, both paid and
,,olunteer, who now work in schools, the emphasis on individualization of
,..struction, the grlwing professionalization of teachers, and economic
conditions which have constrained school board budgets.

Not surprisingly, staffing practices which have evolved in different
schools. in the different parts of the province and nation, vary greatly.
No systematic or uniform approach seems to be developing. Instead,
p3rticular staffing practices suited to particular needs and interests
are in evidence. Each staff organization seems to be in some ways unique
and may be contingent on faclors such as the nature and maturity of the
student clientele, the availability and varying cwipabilities of the staff,
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the physical facilities and financial resources available, and the extent

of support and the demands of the community. Staff:no contingent en th,L

great host of internal and external variables affecting the school would

seem to be the rule. Whether such contingency staffing is the most

effective approach to selecting and organizing school staffs is a question

which the research team faced early in the study. This report attempts in

some measure to address the question and, in the last chapter, to give

particular attention to this issue.

Degn of the Study

The overall purpose of the study was to examine differentiated

staffing practices and to explore their potential for Alberta schools.

The study had four major phases:

1. Review of the literature on differentiated staffing;

2. Determination of the extent of differentiated staffing

practices in Alberta schools and school systems;

3. Description of staffing practices in ten selected schools; and

4. Generation of recommendations and implications.

Phase 1: Literature review. This phase involved a compilation,

review and critique of the relevant literature on differentiated staffing

in its various forms at the early childhood and basic education levels to

determine (a) the rationales for differentiated staffing, (b) alternative

definitions and conceptualizations, (c) recommended practices, (d) expected

outcomes, (e) approaches to evaluation, and (f) findings on the implementa-

tion of differentiated staffing and the use of paraprofessionals.

The literature review was divided into two parts with one

examining differentiated staffing in general, and the other concentrating

on differentiated staffing practices in Canada with particular atteLtion

to the deployment of paraprofessionals.

Phase 2: Status of differentiated staffing in Alberta. This

phase of the study surveyed the status of differentiated staffing and

closely-related practices such as the use of paraprofessional personnel,

teacher aides, and other certificated and non-certificated personnel,

both volunteer and paid, in the schools of Alberta. The data also

identified several schools for loser examination at a later stage in

the study.

Two surveys were used to obtain the necessary data. A preliminary

survey of superintendents sought information on categories and numbers of

staff in their jurisdiction and invited them to nominate schools with

non-traditional staffing practices. A more detailed questionnaire survey

of a sample of Alberta schools and school staffs returned specific staffing

information as well as teacher attitudes towards alternative staffing

practices.

12
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Also included in this phase was an examination of the legislation
and policies on staffing, and a comparison of opinions concerning differ-
entiated staffing held by officers of three provincial organizations,
Alberta Education, the Alberta Teachers' Association and the Alberta
School Trustees Association.

Phase 3: School descriptions. For ea .ion on
the staffing practices ws collected by means 'ionnaire,
observation, and andlysis of documents. The p ,ermine
(a) :ntended and actual educational outcomes in ,,, eeLe, schools,
(b) workload and attitudes of staff members and the relationships among
the various types of staff, (c) administrative practices and problems,
(d) programs available and recommended, (e) instructional processes
utilized and clarity of role prescriptions and role performance, particu-
larly in relation to the "teaching" function, (f) differences in manpower
supply and in utilization of staff, and (g) suggested guidelines for
implementing the staffing 7-actices encountered.

Phase 4: Generating recommendations and implications. This
section of the study used the findings of the preceding sections as a
basis for generating recommendations and implications. Possible future
developments in differentiated 7.taffing practices in Alberta are presented,
and attention is given to elementt: critical to and possible strategies for
successful implemPntation.

Outline of the Report

The second chapter is a report. on Phase 1, the review of the
literature on differentiated staffing. Chapter 3 presents the findings
of the survey of Alberta superintendents. The information from the
questionnaires to principals and teachers is contained in Chapter 4.
Chapter 5 provides an outline of provincial legislation and the policies
and opinions of three provincial organizations: Alberta Education, the
Alberta School Trustees Association, and the Alberta Teachers' Association.
Reports of staffing practices in the ten selected schools are contained
in Chapter 6. The final chapter presents a summary of the study findings,
and the conclusions and recommendations concerning the implementation of
differentiated staffing in Alberta.

13



CHAPTER 2

REVIEW OF
RELATED LITERATURE

The purpose of this chanter is to present an overview of current
thought and practice on the subject of differentiated staffing as reported
in a wide variety of sources including books, journal articles, unpublished
documents, and research reports. Although the review is not exhaustive in
the sense that not all possible sources were examined, the search was
continued until additional materials only duplicated ideas and reports ot
practices already on hand. All background materials used are listed in the
bibliography of this report.

Differentiated staffing is reviewed under six major headings: the
concept, in terms of definitions and rationales; current practices, including
the historical background; evaluation of differentiated staffing ranging
from opinion surveys to examinations of learning outcomes; cost considera-
tions; implementation of differentiated staffing; and, the Canadian
experience with differentiated staffing, paraprofessionals, and volunteer
aides. The final section of the chapter presents a summary of the con-
clusions which result from the review of literature.

CONCEPTS OF DIFFERENTIATED STAFFING

As is true for most recent innovations in education, the concept
of differentiated staffing takes various shapes and forms. The term is
used widely by proponents for change in the organ'zation of schools;
however, the definition of the concept appears to vary considerably. In

spite of these variations the essential characteristics of differentiated
staffing are discernible through a review of selected definitions and the
rationales on which differentiated staffing models are based.

1
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Definitions

Differentiated staffing is, in essence, an organizational attempt

to improve instruction through reorganization of the teaching functions

within a school so that together certificated and non-certificated personnel

perform all functions traditionally assigned to the classroom teacher.

This approach to organizing schools differentiates among personnel on the

basis of responsibility, function, skill and, sometimes salary.

The literature on the subject reV-f-

agreement on 012 essential characterist'
Depending on the objectives of the wr
staffing have received more emphasis
National Education Association (1969:2)

differentiated staffing, defined it as:

nt there is a lack of
organizational form.
aspects of differentiated

41 than others. The

Lion statement on

. a plan for recruitment, preparation, induction, and continuing

education of staff personnel for the schools that would bring a much

broader range of man-power to education than is now available.

Some broader implications of the concept were emphasized by Cooper

(1972:1) when he stated that: "Staff differentiation in its full meaning

recognizes the necessity for concurrent changes in scheduling, curriculum,

decision-making power, and individualization of instruction."

Although hierarchical structure is not always included in general

definitions, Allen (1967:21) stressed the development of a teacher

hierarchy as essential:

. .
fundamental to the differentiated teaching staff I propose

is a four-level structure within which both the level and the

kinds of teaching responsibility can be assigned and rewarded in

keeping with identified educational functions, and professional

needs.

Similarly English (1969:9) indicated the establishment of a career

ladder for teachers in his definition:

Inherent in a plan of differentiated staffing on the basis of

responsibility is the decentralization of decision-making, the

creation of new teacher roles, flexibility, and the establishment

of new career plans for teachers.

From such specific definitions it is possible to develop a broader

explanation of the concept. An inclusive description of differentiated

staffing, therefore, would seem to contain the following aspects:

I. a career ladder for teachers which would allow them to remain

in direct contact with classroom instruction while furthering

their educational careers;

2. a more professional and manageable teaching function, with

teacher skills and qualifications linked to instructional

responsibilities;

15
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3. a col'egial structure for decision-making, goal-setting
ana _valuation on all school-related matters;

4. a salary schedule with emphasis on instructional respon-
sibilities rather than on seniority; and,

5. a flexible instructional pattern which might vary greatly
put would include the services of consultants and para-
professionals, and which would stress the impro.ement of
instruction.

That this definition is
' iy not describe ,7)(_,

was c sed by Allen (197 ,ted that:

is no such thing as differentiated staffing. lhat is, there
is no single, tangible, recordable model that encompasses and
exhausts what is potential within the concept. . . . The notion
of differentiated staffing offered a frame of reference, a habit
of mind, a nontraditional perspective, a rationale, perhaps even a
process by which a great number of specific patterns or models or
practices may be devised, justified, and evaluated.

As is indicated in subsequent sections of this review, different
(I I, els of differentiated staffing have emphasized different character-

lics and have combined them in different ways. Similar variations can
identified in the reasons why schools or school systems give r.onsidera-
- to implementing differentiated staffing as well as in the rationales
forward by the proponents of this approach to organizing instructional

personnel.

Rationales

The concept of differentiated staffing is based on two.premises:

1. teachers differ in the level of teaching skills and in the
extent of their commitment to the profession; and,

2. teaching is a global concept which contains both instructional
and non-instructional functions.

Recognition of these variations in teacher characteristics and of
the multidimensional nature of teaching tasks suggests that it might be
advantageous to provide for greater specialization among instructional
personnel than is usually possible under more traditional forms of
staffing.

Differentiation, therefore,encourages specialization not only in
terms of the quality and extent of the skills used but also in terms of
the actual functions included in "teaching." Gagne (1965) has suggested
that teacher functions might be broadly classified as:

1. writing learning objectives;

1 6
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2. deciding on curriculum content to be included;

3. motivating;

4. deciding on learning environment;

5. providing for instruction-learning transfer; and,

6. evaluating.

Differentiation might be based on specialization according to these

functions or alternatively, teachers might be divided on the basis of the

instructional mode: direct individual in uction, large group instruction,

small group seminar,, laboratory wo, ikidual study, or prepared

curriculum packages. On the other d.lik,ion, teaching func ,n.

allocated to a wide range of educational personne., from specialits to

aides.

Cooper (1f72:2-3) listed six major reasons why differentiated

staffing had beL,Jme a vital topic of interest in schools and colleges.

He suggested that the knowledge explosion of the 1950's ancll 1960's had

shattered any pretence that teachers could be competent in all the areas

and techniques of instruction and could perform all the tasks traditionally

demanded of them. Hence,a system which would allow for a reorganization

of roles was welcomed.

Another stimulus for exploring alternatives was the escalating

cost of education to the taxpayer which emphasized thc need for a revision

of the traditional single salary schedule. The first discussions were on

merit pay which is an attempt to reward some teachers over other teachers

for performing more competently at the same tasks. Differentiated

staffing suggested that teachers be paid according to responsibilities

inste:d of providing annual increments to all teachers regardless of

competency or duties performed, and, as such, became an important alterna-

tive for school boards.

The necessity of considering other means of allocating financial

resources also led school board members to consider hiring paraprofessionals

so that teachers might be able to spend their time doing the professional

tasks for which they were trained.

About this same time the general societal concern with the standard

of instruction in schools, the type of curriculum and the lack of emphasis

on the individual student encouraged discussion of alternative staffing

patterns which would facilitate innovations. Another issue discussed

within the context of differentiated staffing concerned teachers' demands

for an increased share of the decision-making power in the schools. Support

for these demands was found through consideration of the participatory

decisicr-making feature in differentiated staffing models.

The area of teachers' professional development, long neglected in

schools, was highlighted by the need for introduction of new curricula

1 7



9

and instructional packages whiGh demanded different teacher competencies.
The uti;ization of differentiated staffing allowed for the selection of
teachers most interested in implementing new programs and also placed
subszantial emphasis on the upgrading of teachers skills through in-
school training and collegial evaluation.

Rationales such as these, and discussion of the corcept in general,
have resulted in a number of attempts to implement differentiated staffing
in schools and school systems in both Canada and the United States.

DIFFERENTIATED STAFFING IN PRACTICE

Organizational models which have attempted to implement differ-
entiated staffing have been many and varied, in part due to the range of
objectives drawn up for the individual model, but also due to the range
of pressures for differentiated staffing which have been variously
prominent since the advent of the present concept in the early l960's,
These are more evident when consideration is given to the evolution of
the concept.

Historical Perspective

The genesis of the idea of redistributing the responsibility of
the teacher was probably the Lancastrian monitorial system of the early
1800's, but it was not seriously considered as a staffing pattern in
education until Lieberman (1960:95-100) developed a similar model in the
early 1960's. His differentiated staffing model was based or a medical
paradigm with some teachers holding Ph.D. degrees and being equivalent to
"doctors" and the remaining "nurse" teachers holding bachelor degrees.
His rationale for developing such a model was to encourage higher entry
standards into the teaching profession and to provide incentives for
teachers to remain in the classroom.

Lieberman's model was used as the basis for two other early
models of differentiated staffing. The Head Start model had two levels:
the lead teacher, who received an extra stipend, and the assistant
teacher. The model was the first to suggest that teachers be paid
according to their responsibilities.

The Trump model (1967) which was used in the Model Schools project
presumed several levels of function and competence with a horizontal
organization at each of the three levels. The first level was the
administrative level which included the principal, assistant principal(s),
building ad,Ainistrator, and activities director. A second level was the
teaching level, with collegial teaching teams, while the third level was
the assistant level, with instructional assistants, clerical assistants,
and general aides. As earl,/ as 1959, Trump had recommended that
secondary schools reorganize their teaching staffs along differentiated
lines to include professional teachers, instructional assistants, clerks,
various kinds of aides, community consultants, and staff specialists.
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First Generation Models

The major impetus towards differentiated
staffing was provided by

Dwight Allen who had developed a model of a four-step hierarchy in 1965

(Figure 2.1). This model was first implemented in three schools in Temple City,

California in a re-defined form in 1967/68 (Figur 2.2) and, due to cost

factors, in a further modified form in 1969 (Figure 2.3). Caldwell (1972)

in describing tne
differentiated staffing pattern of Temple City schools,

listed eleven essential characteristics: multiple salary schedules,

professional self-regulation, shared decision-making, flexible scheduling,

emphasis on maximum growth of learner, independent study programs,

intrinsic rather than extrinsic motivators, co-operation, decentralized

control of resources,
,' in approach to change

-faceted endeavour.

The Temple City Model was implementLd with minor variations in

two Kansas City, Missouri, schools in September 1968, and at three

Beaverton, Oregon, schools in 1969.

A common feature of these models was the emphasis on a hierarchy

of well-defined teacher roles which allowed for specialization and

division of labor, and which included the use of aides and paraprofessionals.

Reasons for the.- implementation were basically economic, with stress on

increased school board control over staffing costs, the expansion of the

pool of available teaching talent, the elimination of automatic promotion

regardless of competence, and the provision of federal funding. English

(1972:70) has referred to these models as Generation I models.

Second Generation Models

The Sarasota, Florida school district began implementing a

differentiated staffing model which had been developed by Pillot (1970),

in four pilot schools in 1970-71. The necessity of fitting the model to

the unique philosophy, goals, needs and obiectives of each school was

stressed. Pillot's paradigm consisted of two sub-sets: (1) a staffing

model based on horizontally differentiated
tasks in four broad areas--

instruction, administration,
development, and in planning, research,

evaluation and reporting, and (2) an implementation model which provided

for the vertical
differentiation of staff with the numbet of staff in each

category being allocated on a county-wide formula. It called for four

levels of teachers and three of paraprofessionals. All personnel spent

a specified percentage of their time doing each of the four staffing

functions; for example, the principal spent 55 percent of his time in

administration, 20 percent in research, 15 percent in staff development,

and the remaining 10 percent in instruction. A set of basic job

specifications which would act as guidelines for the selection, perfor-

mance, and evaluation of staff was also developed.

On the basis of an evaluation of the Temple City and Sarasota

models, English (1972) suggested a differentiated staffing model based

on the identification of pupil needs within a particular scnool. Zaharis
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Temple City Differentiated Staffing Plan
1969-71 (Model 3)

21

REGULAR SALARY
SCHEDULE PLUS
FACTORS

12 Months

(S16,000-$20,000)

II Mon'

tiontn.,

1,000-$14,000)

10 Months
(S6,000-S1 1 ,000)

10 Months

(S4,000-55,000)



13

(1972:262) described L..Ich a [11(

Teachi re1at( 'a an on-g, _y nec,ds
asses is. Ro, are erc.milaied horizontially, but
they do not assume a hierarchy until a specific set of objectives--
the learning situation--and time-frame are established. The scheme
also allows for the formation and re-formation of various sub-
hiararchies. At expiration of the time-frawe (which is in the form
of a performance contract) any rank of position reverts to a
horizontal position until a new set of objectives in a new time-
frame has been negotiated and accepted.

This model was implemented in three selected pilot schools in Mesa,
Arizona and is similar to the conceptual model of an instructional learning
process which would differentiate instructional functions in terms of
learning processes developed by Moss (1973). His model, which was based
on Kaufman's system design paradigm, was presented as providing for six
major functions: identification of the problem, determination of solution
requirements and solution alternatives, selection of strategies and tools,
implementation, determination of performance effectiveness, and revision
as required.

In assess:ng the development of differentiated staffing English
(1972:109) suggested that:

. . If our study and experimentation of staffing patterns ends
with Generation II, we may have merely created a system whereby
improved learning can take place, but by which it can not be
guaranteed with any certainty or predictability.

He advocated further development of a sound psychological basis for
differentiated staffing, with much more emphasis on the teaching style
of the teachers and the learning needs and learning style of the students.
Such Generation III models would include greater participation by students
in the decision-making process and in all aspects of the instructional
mode.

Models in Practice
1

The development of the Temple City, Sarasota, and Mesa models of
differentiated staffing owe much to the provision of United States
funding under the Education Professions Development Act. The funding
provisions in turn shaped the models in that guidelines for grantees
(Charters et al., 1973:18) stated that (1) no unit smaller than an entire
school staff should be differentiated; (2) the maximum salary of the
highest paid teacher should be at least double the maximum salary of the
lowest category of professional personnel; (3) all instructional staff
should spend at least 25 percent of their time in direct contact with
pupils; (4) all instructional staff in the unit designated operationally
differentiated should be on the differentiated salary schedule; (5) the
differentiated roles of the instructional staff as well as the selection
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criteria for those ,-,mould be clearly delineated; and (6) differenti-

ated staffing normal should be accompanied by other organizational and

curriculum changes and by the development of new, spec:alized teaching

roles.

Only a limited number of studies 'lave been completed on the extent

to which differentiated staffing has been implemented and the forms which

it has tak,n in various school systems. In one survey, Christensen (1970)

was able to identify only fourteen schools which positively utilized

differentiated staffing after he contzcted the state departments of educa-

tion in each of the fifty states.

On the basis of information provided by p.Incipals of these

fourteen schools, he concluded that most models had four steps of certified

personnel engaged in teaching, most schools had established or were

establishing pay differentials, most schools reported no difficulty in

recruiting teachers, and a majority of schools reported that per pupil

costs either remained the same or increased with differentiated staffing.

The principals also reported that student, teacher, and community attitudes

toward the change to differentiated staffing were mainly favorable.

Although relatively few studies have been completed on the extent

to which differentiated staffing has been impiemented, the literature is

replete with descriptions of specific differentiated staffing projects.

While these differed in the size and grade level of uhe school, in the

extent of differentiation implemented, and in the numbers of personnel

employed, there were some common features in various proie.:-.Ls.

The components of twenty differentiated staffing projects are

identified in Table 2.1. Only two components, team teaching and ue of

paraprofessionals, were common to all projects. Nineteen of the projects

had developed teacher hierarchies; four-level or two-level hierarchies

occurred more frequently than did three-level hierarchies. Flexible

scheduling was associated with more of the projects (fifteen) that were

either individualized instruction (nine) cr non-grading (seven). In

eleven projects, the staffing innovation was associated with an open-area

or multi-unit organization.

Although fourteen of the projects had shared decision-making and

nine had cooperative evaluation, only four appeared tb involve a faculty

senate. Of particular interest is that only five of these projects appeared

to have a differentiated salary schedule.

In terms of the extent of implementation of these components, the

Kansas City and Temple City projects appeared to have the most in number

including differentiated salaries. The Scottsdale, Laguna Beach and

Denver projects followed closely behind but did not appear to have differ-

ential salary provisions.
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Table 2,1

Components of Selected Differentiated Staffing Models

,...................1,.
Corpnent

Province; State Para- FleAible Cpcn arca Sharoo Teacher

Schoul or Team profus- Schedul- Individual Non- pod, mdti- Decision Co-operative Faculty Salary Differentiated hierarchy Le\,el

District Teaching sionals ing Instruction grade unit akirC Evaluation Senate lncrenents 4 3 2Salary

Alberta

Bishop Carroll P X X X X X

British Columbia

Kalloops X X X X X X X

Feac,', River X X X X

Arizona

Masa x X X X X A

S:ot[scale X X X X X X X X X

Cali'orn.o

Fmtain Valley X X X X X

Lyjuna Beach X X X X X X X X X

Mirin Cty. X X X X X X X

;le City X X X X X X X X X

Coloraco

Denver X C X X X X X P X

florida

Dade City p X X X X X X X

Sarasota X X X

Kentucky

Louisville X X X X

Minnesota

Bloorirgton X X X X X X x

Missouri

Kansas City X X X X X X X X X A X

Nevada

Clark Cty. X X

X

Neo iersey

Cundor X P
p X

North Dakota

Grande Forks X X
X

Oregon

Beaverton X X X X X X X

Portland X X A X / X X X

24 25
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Summary

In spite of the substantial literature on the subje:t, the develrlp-

ment of the concept and of specific models, and the numerous pilot projects,

differentiated staffing has not been implemented exc-..nsively. Recent

projects appear to be characterized by hierarchically structured teaching

teams which include paraprofessional personnel. Other features commonly

identified w'th differentiated staff ng such as differentiated salaries may

or may not be associated with any -,pecific project.

At this time it is diffi.ult to discern from the literature what
trends, if any, there are in the development of models. The shape which

models take in future is likely co be influenced by developments both

within education and in the envi-onment as well as by evaluations of

current practices.

EVALUATIONS OI DIFFERENTIATED STAFFING

Evaluative studies of diff_rentiated staffing have tended to con-

sider four major areas: student achievement, learning environment, teacher

and administrator satisfaction, and the cost factors involved in the

operation of differentially staffed schools. Research on the first three

areas is reviewed in this section of the report while the cost considera-
tions, mentioned in some studies, are discussed more fully in the next

section.

Academic Achievement

A study to determine the relative effects of differentiated

staffing on elementary students' achievement was carried out by Pedee

(1971). The research was carried out on a pilot project using differ-

entiated staffing in the Beaverton public schools. Pedee's sample included

fifth and sixth grade students and involved the three academic areas of

reading, language, and arithmetic. He found that students in the project

school did not differ significantly in achievement gains from those at

control schools in the area of reading; however, gains in language for

fifth grade project school students were found to be greater than for

those ;11 the control school. Gains for the fifth grade control group
students in arithmetic were significantly greater than those of fifth

grade students at the project school. He concluded that the results of

his study were contradictory and inconclusive. One of the factors which

might explain the results is the lack of special training for staff members

who worked under differentiated staffing. Pedee suggested that special

training should be developed to prepare teachers for the new arrangements

of role, status and responsibilities.

A similar study was conducted by York (1973) in an attempt to

determine the differences in academic achievement of elementary school

children in grades four through six under differentiated and traditional
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staffing patterns. His study included a total of 621 students in grades
four, five, and six. The Iowa Test of Basic Skills was used to measure
achievement; York concluded from the study that there was no significant
difference in the academic achievement of the control and experimental
groups.

Academic achievement was included in a study by Shapiro (1972) who
carried out a case study of Norwood elementary school in order to determinf:
the relative effectiveness of the program in meeting six selected objectives.
He found the following:

1. academic achievement was not significantly better at Norwood
than at selected control schools;

2. student morale was found to be positive;

3. parents supported the Norwood project;

L. morale of staff was positive;

5. staff sense of power was extremely high and degree of alienation
was extremely low; and,

6. training procedures had a good effect on teachers and interns.

As a result of this study Shapirc. concluded and recommended that Norwood
should continue to implement its model of differentiation.

Learning Envirr)nmerL

A number of studies have focused more on changes in the learning
environment and learning opportunities rather than directly on student
achievement.

The purpose of a study carried out by Essig (1971) was to explore
the effects of a project designed to experiment with the organizational
structure of the elementary school. Two experimental and two control
schools participating in an experimental differentiated staffing project
in Oregon were used. Data were gathered by means of interviews, question-
naires, and the use of an attitude inventory. The analysis of the data
revealed that the experimental schools were characterized by increased
opportunities for students to be involved in determining their educational
programs, greater number of collaborative teaching arrangements between
staff members, additional involvement of non-classroom personnel with
students, new techniques for reducing adult-student ratio, elimination of
ability grouping practices, and creation of instructional units or teams
with regular planning sessions. Questionnaire data showed that involve-
ment of staff members in planning and development of curriculum had
increased. Only one major difference in the attitudes of teachers was
observed. The attitude of teachers in the experimental schools was
significantly more positive toward the concept of change in schools. A
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final conclusions was that the experimental schools had achieved succe4

in improving learning opportunities for students through increased

individualized instruction techniques.

Hestand (1973) reviewed the implementation of a pilot project ion

an elementary school. This review included an evaluation of the project

with regard to student achievement and other factors. The differentiat.

staff and the outside consultant evaluation team agreed that the new

organization provided a much improved learning environment over the

traditional system. Although data were not treated rigorously, it was

concluded that the differentiated staffing organization was superior to'

the traditional organization used in the school. Only one group of stuArts

showed an increase in academic achievement. The attitude changes of

teachers and students were considered to be positive, and positive chaoAe

in individual items were viewed as important successes of the program.

Indeed, the positive attitudes gained by the teachers and their knowleek

and ability was seep as one of the strongest outcomes of the program.

Hestand observed that differentiated staffing was used as a method to

improve motivation, planning, and attitudes. On the basis of the evaluAtion,

it was recommended that the entire school district should be organized

according to the concepts of differentiated staffing.

Satisfaction of Teachers and Administrators

In an attempt to assess the effects of differentiated staffing/

Mantzke (1973) studied Jle Individually Guided Education/Multi-unit Sc04071

design in Wisconsin which is one model of differentiated staffing. Th60

purpose of his study was to examine and to compare the effectiveness a001

satisfaction of principals who function within differentiated and

undifferentiated organizational patterns. Mantzke found that teachers '

principals, and superintendents working with differentiated schools

expressed greater satisfaction with respect to supervision of instruct 0,

cur,-'culum development, student consultation and guidance, staff relat !YIN

ships, and securing and managing resources. Satisfaction was not sign III\

cantly greater for student discipline and public relations. There was IP

significant difference in the effectiveness of principals under the to'n

patterns. Mantzke concluded that differentiated staffing more adequat,

met the professed satisfaction needs of teachers, principals, and supe

tendents.

Another study of satisfaction with organizational expectations/of

differentiated staffing was carried out by Rottier (1971). His sample

consisted of teachers from seven school districts which had implementell

differentiated staffing. The areas of satisfaction which he studied

involved personnel policies .t,cid staff utilization practices. The majo0

finding in the study was that teachers functioning under differentiatA

staffing were more satisfied with regard to the following: involvemere of

staff in decisions, possibility of fulfilling career objectives, incerilti ves.

for professional development, using teacher talents and abilities,

organizational climate, and attraction and retention of personnel. -11-4

study showed that there were some differences between different categei
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of teachers on the extent to which they were satisfied with differentiated
staffing. For example, only teachers with a master's degree or above were
more satisfied with differentiated staffing and high school teachers were
more satisfied with differentiated staffing than were other groups. Rottier
concluded that differentiated staffing did meet more adequately the needs
of teachers; however, he observed that satisfaction varied with teacher
sex, age, academic training, teaching experience, ana level of teaching
responsibilities.

In another evaluative study Skidmore (1971) conducted an empirical
evaluation of a school system model of differentiated staffing during the
initial year of operation. His study focused on determining opinions of
staff and students toward the program as well as an evaluation of some
components of the model. He concluded that the model possessed the
qualities of autonomy and fluidity as was intended. Further, he discovered
that teacher morale rose slightly during the year and that teachers
approved of the concept of differentiated staffing but felt that more
planning should have been done before the program was begun.

Three organizational approaches were compared by Hendrix (1973):
differentiated staff, multi-unit school, and the traditional model cn
both dimensional or structural characteristics and process characterit:tics.
Data on process comparison were gathered from responses to Likert's
"Profile of Oraanizational Characteristics" instrument. The results of
the study revealed that even though there were unique differences in each
organization on structural characteristics there was little difference in
the way teachers responded on the Likert instrument. Further, differences
within the approaches were greater than differences between the approaches.
He concluded that while schools are willing to change structural features
they are less willing and able to make subsequent changes in important
basic organizational beliefs, attitudes, and values that presently exist
about the organization and administration of schools.

General Evaluations

Thompson (1971) reported on an evaluation of the differentiated
staffing practices in the Grand Forks district. The differentiated
staffing projects were referred to as islands; some of these were of a
hierarchical pattern while others were composed of groups with no
designated leader. All of the 7slands contained instructional or pare-
instructional personnel below .;e staff teacher level. The evaluation
dealt with three variables: direct instructional cost, teacher attitude,
and student cognitive achievement. Costs savings were measured by
comparing costs of operating the islands against projected classroom
costs ior an equal number of children in a conventional classroom. Teacher
morale was assessed by the administration of a teacher attitude instrument
while student achievement was measured by standard achievement tests in
grades two through eleven. In nine of thirteen islands the expected lower
cost figure was not achieved during the initial year of operation in a
differentiated staffing mode. The reasons for this were miscalculations
in projecting enrolments and heavy start-up costs. None of the schools
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using differentiated staffing reported loer teacher morale during the

first year, and in none of the islands was the student achievement lower

than in any of the control schools. The author concluded that although

the islands did not achieve a reduction in costs as had been expected,

it was of. intere,,t to note that teacher morale and student achievement

were not affected negatively.

Another major evaluation project completed bY pe.-sonnel in the

Evalth-ition Training Centre at Florida University has been described by

DeBloois (1972). The theoretical basis for the study was a model developed

by DeBloois which specified seven components essential to their definition

of differentiated staffing (Figure 2.4). DeBloois states that:

At a level of greater specificity, the model identifies the components

of staff-use which relate to a staff member's regard for self

(Individualism); the degree and quality of interpersonal interaction

which exists (Collegiality); and the professional commitments which

guide the actions of individuals on the staff (Professional Disposi-

tion). Also identified are the operations which enable the accomplish-

ment of institutional goals such as communication, decision-making,

and implementation of decisions (Workflow Structures); and the

policies established to recruit, employ, train, retrain, and reward

the instructional and support personnel required by the institutional

mission (Perpetuation Structures). Finally the model describes the

system an institution employs to monitor its goals of the program

(Accountability).

Data on each of these components were collected within a developmental

framework of differentiated staffing implementation. This framework had

six aspects: goal analysis, process evaluation, model evaluation, install-

ment plans evaluation, installment process evaluation, and summative

(outcomes) evaluation.

Results from the eigheo d:fferentiated staffing projects

sorveykA indicated that only six had actually utili;7ed the services of

paravofessionals. emphasized individualized instruction, increased teacher

participation in planning and decision-making, and had teacher responsi-

bilities tied to differertial salaries. lo particular, DeBloois (1972;359)

commented on the lack of rnphsL on SYSteMS self-renewal and accounta-

bility. This lack of adequate feedb.?ck on implementation and roles

attained has resulted in many projcts replicating the errors of earlier

implementation attempts and has inhibited the development of an adequate

knowledge base from which to develop differentiated staffing.

Summary

When compared with the extent to which differentiated staffing has

been implemented, the number of evaluative studies is noteworthy. However,

the research which has been carried out does not provide an adequate base

for future improvement and implementation decisions. English (1972:41)

attributed the lack of more rigorously designed studies to the lack of
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A Conceptual Model for Evaluating Organizational-Structural Innovations
DeBloois (1972:345)
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theoretical models from which hypotheses might be generated, and suggested

that until such theories have been constructed, differentiated staffing may

have to be classified as a "broad-aim program" dependent on case studies

arid process-oriented qualitative research as devices for assessment.

If the studies reviewed do not provide a strong cLise for adoption

of differentiated staffing, neither do they provide strong evidence of

undesirable effects. Research into effects on student achievement is

inconclusive; however, some assessments have resulted in the judgment that

learning environments are improved. Teachers and administrators appc:ar to

bu satisfied with the innovation. Although there were no reports of reduced

morale in these studies, there are iodications that this has been a factor

in the discontinuance of some projects as reported in a later section.

COST CONSIDERATIONS

A review of several differentiated staffing projects would seem to

indicate that the major costs lie in the planning, development, and early

implementation of the differentiated staffing model. Once in operation,

costs seem co be similar to those of a traditionally staffed school.

However, the recency of the adoption of differentiated staffing, the impact

of federal funding for projects in the United States and the development of

programs specifically designed to keep costs within the same bounds as in a

trad:cional school, nave made comparisons difficult.

Two schools in the Kansas City district implemented differentiated

staffing. Dempsey and Smi'.h (1972:24) carried out a comparative analysis

of costs in each school and in a traditional school of comparable size.

While administrative, instructional and secretarial assistance costed out

at approximately the same figure, the differentiated staffing pattern in

each school cost approximately $15,000 more than traditional staffing

patterns. This waS accounted for almost entirely by the costs of para-

professional services. Hair, the assistant superintendent of Kansas City,

indicated the costs as follows (Hair and Wolkey, 1969:10):

Although such a program may seem costly, there was a cost increase

of only $19,987 in a $300,000 program compared with a traditionally

elementary school of comparable- size, and an increase of $17,678 in

a S500,000 program compared with a traditional junior high school

of comparable size.

In commenting on the program Harris (1970:32), an instructional co-ordinator

at the junior high school, observed that problems in the implementation of

the program were due in part to budget arrangements which had helped to

limit the number of personnel at each step on the hierarchy.

The Education Professions Development Act (EPDA) co-ordinator for

the Kansas City project, Simon (1972:255), also commented that the schools

attempted to create a modern educational program without adequate financial

support. 3 2
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Swanson (1W3) studied a number of on-going differentiated staffing
programs to discover their conversion and operating costs. He examined
data supplied by the following projects: Beaverton, Oregon; Camden, New
Jersey; Cherry Creek, Coiorado; East Windsor, New Jersey; Mesa, Arizona;
The Minnesota Projec'; the Multi-unit School Program, University of
Wisconsin R and D Cener; Sarasota, Florida; and Temple City, California.

The Beaverton project reported an implementation cost estimate of
$2-300,000. To assist in the transfer to differentiated staffing, the
project received an EDPA grant of approximately $90,000 and a local district
allocation of S40,000 (Dempsey and Smith, 1972:151-2). The Camden, New
Jersey project co-ordinators estimated that in the first year of the project
$300,000 went into management, training and systems analysis considerations.
The total federal fund to implement the project was close to one million
dollars (Demp,eyandSmith, 1972:152-4).

Cost estimates for other projects which are given in Table 2.2 are
derived from the report by Dempsey and Smith (1972:140-193). Although the
table shows considerable variation in the additional funding available to
schools, costs in the neighborhood of $100,000 per school per year for
planning and the early stages of implementation would not appear to be far
from the average. Of course, whether or not the funds are adequate will
be determined by various factors.

As can be seen from Table 2.2, the majority 0 ,f.he United States
differentiated staffing projects listed received federal funding for the
planning and implementation stages. One project which relied mainly on
district funds was the John Adams High School project. In a case history
of the project, Dobbins, Parker and Wertheimer (1972:224) concluded:

While the resources made available for the innovations Adams attempted
to inaugurate (including differentiated staffing) were greater than
those for many higt, schools, they were insufficient. The Portland
Public Schools had budgeted for the planning team to work for a year
before the school actually opened. The school was allocated additional
staff and supplies for the first year in operation beyond what it
might normally be granted, but all too soon found itself on a regular
district budget, while laboring to develop new programs in staffing,
training, and curriculum (.:2velopment. At Adams we initiated an array
of changes because we assumed that if change was to be effective, it
would have to be comprehensive. Considering the amount of additional
resources necessary to mount such an operation, should a district
launch major programs when revenue is limited? Our view is that a
school system should not do so, unless there are substantial funds
available for a long-time period.

Few, if any, projects appear to have been assured of the long-term
funding necessary for effective implementation of an innovation such as
differentiated staffing.

A study on the costs of implementing differentiated staffing was
reported by Krumbein (1971). He obtained data from traditionallV organized
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Table 2.2

Cost Estimates for Implementation of Selected

Dierentiated Staffing Projects

Project Cost Estimate

Number of
Schools

Number of
Pupils

John Adams H.S.
Portland, Oregon

$250,000 over 4 yrs./ 1 1,750

includes $150,000 for
staff development

Annison, $40,000 (planning only) 1
2,000

Alabama

Dade County, $250,000 (planning only) 2 600

Florida (EDPA funding)
2,400

Kansas City, $80,000 (specific 2 1,000

Missouri development early
implementation)
(EDPA funding)

Louisville, $1,080,000 14 11,000

Kentucky (EDPA $130,000
FOCUS $700,000
Career Opportunity $250,000)

Marin County $309,000 over 3 yrs. 11

Florida (EDPA funding) (17 schools
reduced to 11,

June/71)

Sarasota, $200,000 6 5,500

Florida (EDPA funding; State
of Florida educational
improvement funding)

Temple City,
California

$100,000/yr. for 5 yrs. 6 5,000

(private, state & EDPA

funding)

Mesa, (EDPA funding) 3

Arizona
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schools and from differentiated staffing projects. Data permittad him to
compare the effects of replacing teachers on non-instructionai tasks by
paraprofessionals as well as on the transitional costs of changing to
differentiated staffing. He found that teachers spent about 25 percent
of their total time on Jn-instructional tasks and assumed that if para-
professionals were hired to perform these non-instructional tasks then
approximately 25 percent fewer teachers would be required. Results
revealed that for nine out of twelve projects the paraprofesional replace-
ment model would result in a lowering of educational costs. The savings
range from a iow of $11.00 to a nigh of $61.00 per student, while the
deficits range from 53.00 to $190.00.

In discussing conversion costs, Swanson (1972:347-8) listed two
specific areas of costs associated with the initiation of differentiated
staffing in a school or school system: staff development and building
reno\ation. He suggested that to help reduce costs, supervisory staff
might be used to train teachers or adopt the less costly alternative of
training substitutes to fill in for classroom teachers while they are
involved in staff development activities. Building costs are usually
related to renovations for open area teaching, carpeting to cut down on
noise levels, and on the creation of resource centers.

The Commission on Public School Personnel Policies in Ohio (1972)
found that most increased costs during the planning stage were associated
with in-service training for teachers and administrators, instructional
materials, evaluation, project co-ordination and the conversion of buildings.
Once the project was implemented, operating costs were similar but not
lower than those for a more traditional school.

Operating costs are more difficult to determine since many systems
deliberately contained the costs of the differentiated staffing model
within the fiscal limits of a traditionally staffed school. Factors which
cn influence operating costs included the use of paid aides, the availa-
bility of special funding, the provision of new curriculum materials, and
the mix of teacher salaries for the project. The attitude of the teachers'
a-sociation is also an important factor. If it is against any reduction
in the numbers of certified personnel, costs could increase.

The Walnut Hills Community Elementary School in Cherry Creek,
Colorado utilized a staffing structure based on total personnel costs for
a traaitional school of comparable size. Instead of twenty-seven teachers
and six teacher aides, a team of sixteen teachers, eight interns and eight
aide3 was utilized with differential salaries at each level.

Pillot in designing the Sarasota, Florida model rejected the concept
of allocation of a certain dollar sum for staffing. He (1972:241) commented:

When members of an administrative or faculty board (often called a

"senate" in other modcl) are selecting ar individual for a particular
' ,ition on the differentiated staff, they should be free from any

sideration except his qualifications. If a dollar price tag is
a,tached, the selectors may be tempted to employ a candidate who is
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basically qualified, but not quite as outstanding as one who would

qualify for more pay under an existing differentiated staffing salary

schedule. Conversely, if both candidates would be charged to the

school's budget at exactly the same unit value, the board is free to

recommend the better candidate with no temptation to save dollars. It

will be apparent to the reader that the approach using a straight

dollar-type budget format could easily result in providing a larger,

but lower salaried staff--an apparent advantage and bargain. Since

assigning to each member of the staff the tasks that are most

appropriate to his training, experience, and skill is fundamental to

fiexible staffing, employing other than a person with the best available

level of those three qualities will lower the quality of the instruc-

tional program. Differentiated staffing is designed to use staff

economically by assigning tasks to those appropriately trained and

experienced, and is intended to pay staff members accordingly.

He, therefore, developed a unit index scheme. This staffing sub-model was

composed of six parts (Swanson, 1973:344):

(1) a process for allocation of total staff units to each school;

(2) the division of all schools into seven classifications

according to size and type;

(3) an assignment of unit values to each position in the vertical

hierarchy of the staffing-model;

(4) a procedure for determining the approximate recommended number

of each job classification needed at a particular school;

(5) a set of charts from which job specifications may be collated

for each staff member; and,

(6) the general criteria by which staff is held accountable for

performance.

In any one school, therefore, the actual staffing pattern implemented is

at the discretion of the school staff and constrained by the number of units

allocated by central office for the recommended staff. Whatever procedures

are used for allocating funds, of course, will not affect the conversion

or operating costs themselves.

Summary

Available information suggests that the conversion or implementation

costs are likely to be substantial; no reduction in operating costs can be

anticipated which might help to offset conversion costs. Effective imple-

mentation of a differentiated staffing model involves commitment of financial

and personnel resources over an extended period of time.
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IMPLEMENTATION

In addition to factors such as financial and technical feasibility
of implementing an innovation, the extent to which implementation is

successful will be determined by personnel and organizational variables as
well. Researchers have given attention to both the attitudes of teachers
toward differentiated staffinq and to the planning process. Some insights
into factors crucial to successful implementation may also be derived from
reports on projects which have failed. The literature on attitudes and on
the implementation process is reviewed in this section of the report.

Attitudes Towards Differentiated Staffing

The attitudes of various school personnel towards differentiated
staffing have ranged from the enthuslastically positive to the adamantly
negative,independent of whether or not respondents have experience with
differentiated staffing. Evans (1970) attempted to measure attitudes
towards selected concepts of differentiated staffing among educators with
varied degrees of experience in its implementation. He found that there
was a reduction in the number of negative responses to differentiated
staffing as the degree of commitment increased. The "tried/successful"
group was negative in 10 percent more concepts than the "planning" group
but was 67 percent less negativ.- than the "naive" group.

A study conducted by McKay (1971) investigated the perceptions of
Indiana principals on difFerentiated staffing as a method of school
personnel organization. His conclusions are based on the responses of 240
elementary, junior high, and high school princ pals. The conclusions
included the following:

1. there were no marked differences 2r.,ween the responses of
elementary, junior high, and sen'or high school principals;

2. the majority of principals perce: ed differentiated staffing
to be a better way of organizing personnel;

3. principals did not feel that teachers would favor differentiated
staffing; and,

l4
. differentiated staffing was perceived as providing more meaning-

ful educational opportunities for leaders than traditional
staffing patterns.

The principals strongly favored implementation of experimental models of
differentiated staffing.

Johnson (1972) studied the attitudes of administrators and teachers
towards use of differentiated staffing. His questionnaire was sent to
165 directors of differentiated staffing programs; 102 were returned in
usable form. He concluded the following:
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1. administrators and teachers felt that the quality of instruction

had been upgraded by differentiated staffing;

2. administrators and teachers felt that salaries should match

responsibilities; and,

3. teachers should be involved especially in the decision-making

processes related to curriculum, time use, and development of

inservice programs.

In 1971 English attempted to establish a data base of variables

which appeared to be significant in determining the response of teachers

to the concept of staff differentiation. Responses to the questionnaire

which he developed were obtained from 755 Arizona teachers and 244 out-of-

state respondents. The findings of the study were: males were more respon-

sive to staff differentiation than females, secondary teachers were more

positive than elementary teachers, elementary females were least positive

and became more negative with seniority; and senior teachers were more

negative than those lower on the salary schedule. English concluded that

staff differentiation does not enjoy universal appeal to the teaching

profession and that it appears to be viewed by teachers as a solution to

a male problem with teaching as an occupation.

A similar study was conducted by Gray (1972) in the schools of

Nebraska; his sample included 792 educators. Gray concluded the following:

1. administrators were more favorable toward the concept than were

teachers;

2. men displayed more positive opinions than did women;

3. as level of education increased positive opinion toward differ-

entiated staffing also increased; and,

4. respondents who had been involved in differentiated staffing

were more positive toward it.

These findings suggest that the teachers most likely to resist the intro-

duction of differentiated staffing would be female elementary teachers

with many years of total teaching experience but with no previous involve-

ment in differentiated staffing.

Rand and English (1972) in discussing the Temple City project

mentioned various "hot data"--informal comments--which helped indicate

reactions to the introduction of differentiated staffing. These included

the feelings of loss of status by staff teachers since there were now a

number of "teacher" positions above them on the hierarchy, the predominance

of males in top positions especially in elementary schools, and the idea

of collegial evaluation. They (1972:114) commented:

. . . The elementary school with its finger-like wings and boxes once

boasted that it could change more quickly and prove to be more

adaptable than the secondary school. This is not tne case with
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staff differentiation. Owing to the high number of women and lack of
a history of differentiation of any kind, resistance proves in practice
to be much greater at the elementary level. Administrative paternalism
runs rampant with the distorted ratio of males to females (the principal
is often the only male in the staff of some elementary schools), and
the thoughts about greater teacher participation in decision-making are
shunned by teachers and principals alike. An attitude inventory
administered to the staff revealed that resistance to change was
much increased after a teacher had been in the district seven years
or longer. The socialization process of living in a school structure
founded on certain fixed assumptions had shaped the perceptions of
these teachers to the point at which certain kinds of questions outside
those assumptions were not considered relevant. Expanding this fixed
perceptual field is also a barrier of the first magnitude with the
differentiated staff.

The factors noted by Rand and English have implications both for the decision
of whether or not to attempt to implement differentiated staffing as well
as for the implementation process.

Planning Procedures

A number of research studies have examined the planning procedures
used in introducing differentiated staffing. Hoffman (1973) attempted to
establish a model for the planning and implementation of differentiated
staffing and to obtain the reactions of experienced personnel to the model.
Six differentiated staffing projects were selected as a sample and responses
were obtained from 239 principals and teachers to a fifty-two item question-
naire. Among the major findings were the following:

1. teachers should be provided with adequate information about
differentiated staffing;

2. a model should be designed that would best accomplish the goals
of a specific project or an organization;

3. parent-, should be involved;

4. inservice training is essential; and,

5. students must be prepared for the changes.

These suggestions do not differ from those which would apply to planning
and implementing any change in education.

A study of the planning procedures used by school districts that
had implemented differentiated staffing was carried out by Mortensen (1974).
He attempted to determine the amount, type, quality, and cost of preparation
involved in the implementation of differentiated staffing. The population
for the study included teachers and administrators who had worked in school
districts which had implemented differentiated staffing. Among his major
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findings were the following:

1. actual involvement of educators did not match idealized commit-

ment with regard to the amount cf preparation. type of

preparation, quality of preparation, and cost of preparation;

2. there was a positive relationship between involvement and

idealized commitment;

3 administrators were more involved during planning stages than

were teachers; and,

4 administrators placed more importance on activities involved

during the planning stage than did teachers.

A major implication of the study was that teachers and administrators

perceived the importance of their involvement significan' ly more than was

their actual involvement in each of the planning stages. The purpose of

a study carried out by Tennant (1974) was to identify and to determine

the relative importance of policies, practices, and procedures recommended

to facilitate differentiated staffing. He asked respondents to rate items

on a five point scale on the degree to which each item was necessary. Of

twenty-four items only two, namely, staff invol,'ement in decision-making

and individualized instruction were rated as completely necessary by every

respondent.

4eller (1972) ca-ried out a study to develop the appropriate

adminic ative coLrses -= action needed when a secondary school moves from

a trad ional staffing ttern to differentiated staffing. His method was

to suL ,t questionnaire.-, to seven secondary school districts engaged in

differ ntiated staffing Among the administrative courses of action which

he rec-mmends are the fc., lowing: appoint a steering committee, assess

readiness to make staffing changes, develop a master plan, perform a task

analysis, formalize new role responsibilities, perform a cost analysi,

establish job security but not role security, and plan on changing many

aspects of the principal's role.

In )973 Melton studied nineteen specially-funded differentiated

staffing projects in thirteen states. He concluded the following on the

basis of data on these projects:

1. establishment of teacher decision-making procedures was a major

fa.ctor in the development of staff differentiation;

2. job descriptions were developed with little or no formal

procedures other than subjective judgments;

3. teacher at.titudestowardall educational areas improved as a

result of processes utilized to develop differentiated

staffing;

14
. training of staff was necessary for implementation; and,
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5. problems associated with the change revolved around inability
of people to cope with alterations from the traditional status.

The Manitoba Teachers' Society in their report on differentiated
staffing recommended several criteria to be used in developing a differ-
entiated staffing project. Among these were (Ontario Education, 1972:30-31):

. . Identification and definition of a need by the staff; provision
of adequate resources to lay the ground work; appointment of a project
director; establishment of an intensive staff improvement proyram;
participation from the teacher, principal and local teachers' associa-
tion in planning and implementing all phases of the project; participa-
tion on a voluntary basis; determination of salary and working
conditions through collective bargaining; and provision in any project
for careful and valid evaluation.

Suggestions similar to those identified in specific studies have been
presented in a more extensive form by Fiorino (1972:163-4). He advocates
the use of the systems approach to planning as an eighteen-step process
which can be condensed into the following components:

1. definition of the boundary of the differentiated model
(Whether to include both elementary or secondary schools and
whether to chose pilot schools);

2. statement of the objectives of the model;

3. identification of all known constraints (Fiscal, legal,
competence of personnel, available technology);

4 development of a functional chart (Done by listing all functions
which must liNe performed in order to plan, introduce, evaluate,
and maintain the model; functions are then clustered and
functional components identified);

5. determination of planning priorities and development of a
planning schedule (Usually through the development of a PERT
Chart);

6. assembly of functional components; and,

7. testing, evaluation and modification of the model.

In summary, it can be said that there are many similarities in the various
approaches for implementing differentiated staffing. The following con-
siderations appear to be important in general:

1. Involve everyone affected by the introduction of differentiated
staffing--school personnel, central office personel, school
board members, officials of teachers' and trustees' organiza-
tions, and community representatives.

2. Set up a definite system for evaluating present procedures
before suggesting any alternative.
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3. Do not introduce differentiated staffing during collective

bargaining negotiations.

4. Link all staffing roles to pupil outcomes to stress the

importance of differentiated staffing as a means and not an/

end.

5. Develop an "openness" in all relations so thOt hostilities kt'd

uncertainties can be aired.

6. Develop rigorous evaluative criteria for assessing the

implementation and merits of differentiated staffing in

selected pilot schools before legislating system-wide chanqN.

7. Develop a climate for experimentation with an emphasis on

growth rather than on achievements of the system.

8. Provide adequate planning time, especially for in-school

staffs.

9. Build on earlier related innovations such as flexible schedtil ing,

team teazhing, or the use of aides.

Problems

One of the few studies of the discontinuance of a differentiatA

staffing project was reported by Wacaster (1973). The question he askA

was: What factors contributed to the decision of Columbia High School Iti2

discontinue the attempt to implement differentiated staffing? He conc ,Ad

as a result of participant observation, interviewing, and document ono 11,is

that values and norms operating at the school played an important part fl

the decision to discontinue. The values were related to equality of

individuals and governance by the governed while the norms were:

1. that staff should make all decisions in regard to all issid%

affecting it; and,

2. that all staff members should act as equals toward each otAr,

The values and norms led to the expectation on the part of staff membes

that control of the differentiated staffing project lay within the sclOol

staff. This expectation was incompatible with the expectation for prcO]et

control held by the project director and the school district's adminisd,

tion. As a result there was conflict and excessive expenditures of tie,

energy and emotions. The values and norms at the school were also

incompatible with the characteristics of the specific differentiated

staffing model: differential distribution of authority, salary differrW'

tials, and hierarchy. As a result there was opposition to the model. Ile

incompatability of values and norms also contributed to inadequate jc:0

performance by occupants of key positions.

4 2



33

With reference to the failure of differentiated staffing projects,
English (1969:214) commented that key elements in determining the amount
of negative reaction to the introduction of differentiated staffing were
"the size of the school system and its dominant organizational climate,
age of the staff, and the degree of freedom permitted to individual schools
within the system to change their internal structures." He saw the failure
of differentiated staffing in three large systems--Dade County, Miami,
Florida (initial try out), Montgomery County, Maryland, where a teachers'
strike occurred, and Los Angeles, where an attenuated form of differentiated
staffing was introduced with salary levels but no organizational changes--
as being due to administrative attempts to reduce or bypass staff involve-
ment and hence minimize resistance in the planning and design phases of the
differentiated staffing model.

Harris -(1970:32) who was an instructional co-ordinator at King
Junior High School, Kansas City, during the implementation of their differ-
entiated staffing program pointed out the importance of teacher role
changes, a professional commitment to differentiated staffing, the need for
a clear delineation of roles, and the necessity of tailoring any differ-
entiated staffing structure to the needs of the students in a particular
school, if the innovation is to be effective. Weaknesses in these areas
led to a major re-tooling of the differentiated staffing project in its
second year at King. Many of Harris' suggestions, however, are linked to
financial funding of the planning stage of the project, and to problems
generally related to the change process.

After intensive case studies in four schools where differentiated
staffing was in the process of being implemented, Charters and Pellegrin
(1972:12) were able to delineate chronic problems related to the process
of change:

The fundamental but generally unacknowledged strain that
exists between the ideology of teacher governance and the
strategy of directed change.

2. The gross unclarity in conceptualization and definition of
what the schools are attempting to implement through change
projects.

3. The heavy reliance on structural change (writing job descrip-
tions, changing titles, altering organizational units) in the
belief that appropriate behavior changes will automatically
follow.

4. The fallacious assumption that a statement of general,
abstract program values and objectives will easily be translated
into new and appropriate behavior patterns at work.

5. The unrealistic time perspective of those responsible for
educational innovation, according to which basic and far-
reaching changes in instructional roles and staff relationships
are seen as accomplishable within a year or two.
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6 The ambiguities and stresses that arise in the disjunction

between the school district's established administrative

structure and the temporary system for project management.

7 The failure to recognize that teachers have scant training and

experience in forming and implementing processes and procedures

for collaborative decision making.

8 The conflict in goals, values, and interests, seen especially

in the relationships between the central office ad ministrators,

the project managers, and the school staffs (produced mainly

by the requirements of their inherently different work

contexts).

9. The absence of managerial and monitoring procedures to assure

implementation and to alter plans in the face of contingencies

that inevitably occur.

10. The failure to recognize the severity of role overload among

members of the instructional staff when innovation is attempted.

11. The tyranny of the time schedule in constraining change.

12. The apparent assumption that schools need little additional

resources (financial and personnel) to cope with the massive

organization disruptions during the period of transition from

one educational program form to a new one.

Failure to give attention to these problems will increase implementation

difficulties and reduce the probability of successful implemen tation of

differentiated staffing.

THE CANADIAN EXPERIENCE

Implementation of organizational innovations such as differentiated

staffing by Canadian school systems approximately parallels developments

in the United States. However, there are noteworthy differences which

merit separate elaboration. These relate to the pace of adoption and form

of differentiated staffing, the employment of paraprofessional personnel,

and the utilization of volunteer aides.

Differentiated Staffing Practices

The implementation of differentiated staffing in Canada has not

proceeded at a similar pace nor with the same level of financial support

as it has received in the United States. Hunt ( 1972:51) suggested several

factors unique to education in Western Canada which would help to explain

the present limited extent of differentiated staffing:
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1. The compulsory nature and strength of the teachers' associations.

2. The level of teacher professional training.

3. The number of students involved in practice-teaching and intern
programs.

4. The fact that we do not have a tradition of paying teachers for
curriculum development.

5. The lack of large sources of funding for innovative projects.

6. The degree to which all schools are becoming increasingly
innovative.

On the basis of his observations Hunt (1972:58) concluded that,
possibly due to these factors, "there has been only a limited development
of this concept [differentiated staffing] in our schools."

The various differentiated staffing practices in Western Canada
include (1) the Bishop Carroll High School Project in Calgary which
utilized the Trump "Model School" plan for staff utilization, (2) the
British Columbia differentiated staffing projects in the Peace River South
District and the Kamloops District which utilized teacher teams, "student
families," interns and volunteers, and also the Langley School District
project, and (3) the Manitol-,:. differentiated staffing project which
involved nine schools in Winnipeg.

The Bishop Carroll High School project was begun in 1971 as one
of the schools in the Model Schools Project sponsored by the National
Association of Secondary School Principals. Program modifications include
the reorganization of the curriculum in the school into nine areas of know-
ledge: English-Language Arts; Fine Arts; Health, Fitness and Recreation;
Mathematics; Modern Languages; Practical Arts; Religious Studies; Sciences;
and, Social Studies. The teaching-learning strategies used include large
and small grour, instruction, seminars, and independent study.

The differentiated staffing structure adopted is a reflection of
the teaching and learning strategies utilized in the school. The certificated
staff include two administrators, an activities director, a personnel
director, two counsellors, and thirty-six regular instructors who also act
as student-advisors. Fifty-three non-certificated personnel are also
employed at the school. Of these twenty-eight are instructional assistants
who have at least two years of university credit in the subject field in
which they work; they help individual students, keep order, and assist
teachers in preparing materials and evaluating progress. Fifteen are
general aides who provide resource materials for students, maintain
student files and records, and label and shelve library materials, while
ten are clerical aides who type, file, answer the telephone, and look
after the mail.
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The Peace River South District project was initiated in 1970 in

three elementary schools. Students were divided into groups of seventy-

five at the elementary level and of 150 at the intermediate level; three

to five staff members wit'h different roles and responsibilities were

assigned to work with each group. The group was led by a team leader who

was responsible for the overall instructional program while the other

members were either assistants or aides. A number of student interns and

volunteer aides were also assigned to each group.

The Kamloops District project was developed in an attempt to deter-

mine the potential usefulness (1) of establishing alternative roles to that

of "teacher" such as coordinating teacher, associate teacher and te.--)Ther

aide, and (2) of the extensive use of cross-age student tutoring in

elementary schools.

Two schools were included in the initial plan which was started in

1971, and a third school was added in 1972 after the transfer of one of the

participating principals. The staffing pattern chosen was horizontal

differentiation with differences in salary determined by the assumption of

duties beyond those of a regular teacher. Each school was divided into

units, termed "families," consisting of 130 pupils, a coordinating teacher,

three staff teachers, a student teacher, parent volunteers, and student

tutors. These tutors were either from the upper grades In the school or

from a nearby junior secondary school. The principal, coordinating

teachers, librarian, and remedial consulting teacher formed a School Staff

Advisory Committee in each school.

The three schools involved in the project were evaluated in 1973

as to their ability to provide a structure for diffuse decision-making, to

provide opportunities for teachers in roles other than administration and

to establish training programs for personnel. In two schools, discussions

at the Staff Advisory Committee meetings indicated that diffuse decision-

making was occurring but in the third school, a change of principal had

greatly reduced decision-making by teachers.

Similarly. within two schools teachers in coordinating and con-

sulting roles had developed widely diverse but acceptable styles of opera-

tion, ranging from homerooms and departments to open areas, and with

emphasis ranging from curriculum development to the coordination and

training of student tutors. In the third school, the only pattern was

the traditional one of regular classroom teacher and ancillary specialized

roles, e.g. librarian.

With regard to training programs for personnel, the evaluators

(Elliott et al., 1976:78) stressed the need for periodic reinforcement

after the initial training sessions and the lack of allocation of funding,

time, and consultants to this area in the initial proposal. In contrast,

the student-tutoring program was highly praised by all involved. The

evaluators (Elliott et al., 1976:49) commented that "Teachers feel that

this has been one of the most significant developments to date both for

the student being tutored and for the student tutor."
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The Langley School District Differentiated Staffing project was a
one-year project (1972-73) delimited to one teaching group consisting of
four teachers, a clinical aide, and a teacher intern in one elementary
school. The personnel problems which resulted in many staff transfers were
compounded by the fact that construction of the school chosen was not
completed by September 1972.

The Manitoba project began in 1971 when the Minister of Education
authorized the establishment of a $200,000 fund to develop alternative
staffing models; implementation of proposed models began in September,
1972. The definition of differentiated staffing accepted by the project
members (1975:2) was as follows:

Differentiated staffing is a staffing arrangement that makes optimum
use of the individual talents, professional expertise, interests and
skills of educational personnel in such a way as to best meet the
needs of the students.

While the nine schools planned differentiation in a variety of ways,
common characteristics in all projects were a team approach to teaching,
emphasis on individualization of instruction, school philosophies tending
towards Open Education, utilization of paid paraprofessionals and
volunteers, and a field-based teacher training program.

One of the projects terminated in 1974. Funding for all projects,
which was restricted to the training of personnel and purchase of materials
for a maximum of three years, terminated in 1975. At present, all school
projects are still in operation although lack of funds has limited pro-
fessional development which project members see as essential to the
successful continuation of the project.

In comparison with the Western Canadian emphasis on elementary
schools, differentiated staffing projects in Ontario and Quebec have
tended to be at the high school level. In the two Ontario differentiated
staffing projects--Lord Elgin Secondary School, Halton County, and Overlea
Secondary School, Leaside--attempts were made to reduce the number of
department heads by reorganizing curriculum areas and to use the available
funds for employing instructional assistants and teacher aides. The
Quebec school, Beaconsfield High School in Pointe Cla're, has continued
to operate under the traditional staffing structUre but has, since 1967,
used the services of approximately two hundred volunteer aides whose work
is managed by a volunteer assistants coordinator.

Employment of Paraprofessionals

In contrast to the relatively recent efforts at implementing
differentiated staffing, the use of paraprofessionals in schools in Western
Canada began in the early 1960's. In a review of literature on the
utilization of paraprofessionals, Mori (1971:24) commented:
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A judicious and cautious approach to the use of paraprofessionals

seems to be the defining mark of Canadian school systems. There

does not seem to be any great readiness to accept a differentiated

staffing concept, although the use of paraprofessionals outside of

professional tasks is generally acceptable.

Mori (1971) also suggested that any substantial increase in the use of

paraprofessionals would probably be linked to the injection of federal or

provincial funding because there is little doubt that grants such as the

Local Initiatives Program have made a major contribution to the employment

of auxiliary school personnel.

Enns (1974) further emphasized some of the economic factors under-

lying utilization of paraprofessionals. He (1974:12) stated:

Whereas teacher aides--students, clerks, markers, volunteers--have

been used in our schools for a long time, the notion that auxiliary

personnel be integrated into the instructional team is less than ten

years old in Canada. The main justification for the trend "to

assign personnel without teacher certification some responsibilities

in the instruction of students and in the operation of school

services" (Perras, 1973) is the quest for more effective utilization

of the teachers' time and their professional skills in view of the

current higher cost of their salaries. It is an innovation intended

to raise the quality of education without increasing the cost.

The numbers of paraprofessional personnel employed and the duties assigned

to them have been the objects of studies at national, provincial, and

local levels.

The results of the first national survey of the employment of

aides conducted by the Canadian Education Association in 1967 are reported

in Table 2.3. Of sixty Alberta school systems, only sixteen reported the

use of teacher aides; fourteen school systems which replied to a follow-up

enquiry reported that a total of forty-six aides, thirteen in elementary

schools and thirty-three in secondary schools, were employed. In contrast

twenty-five of forty-eight districts in British Columbia employed aides;

twenty districts reporting a total of 136 aides, nineteen in elementary

and 117 in secondary schools. The CEA report (1967:28) concluded that

teacher aides were employed exclusively for non-instructional duties,

especially:

. . .
housekeeping chores in science labs, marking of essays,

preparation of visual materials, operation and care of audio-visual

equipment, and supervision of students during period when they are

not in regular class.

In the 1970 Report on a Survey of Teachers' Aides (ATA, 1970:2),

the percentage of schools reporting employment of non-certificated

personnel in addition to clerks and secretaries increased from 24 to

31 percent.between 1968 and 1970. The most common duties of aides

listed in 1970 in descending order of frequency of mention were as follows:
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Table 2.3

Results of the 1967 Canadian Education Association Teacher Aide Survey

Provinces

No, of school

systems surveyed

No. of systems

reporting use of

teacher aides

(useable replies)

No. of teacher aides

Elem. Sec. Total

British Columbia

Alberta

Saskatchewan

Manitoba

Ontario

Quebec

New Brunswick

Nova Scotia

Prince Edward Island

Newfoundland

51

70

75

46

146

111

21

29

9

18

23 19 117

14 13 33

4
1 9

4 4 62

23 84 375

26 41 217 258

1 1 1 2

2 2 1 3

136

46

10

66

1159

I= I=

Total 576 94 165 815 980
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1. Supervising hallways, lunchrooms, playgrounds;

2. Clerical and secretarial work for teachers;

3. Working with group of pupils in classroom;

4. Assisting with audio-visual equipment;

5. Assisting teacher-librarian;

6. Assisting the teacher in the classroom;

7. Assisting teacher with instruction; and,

8. Supervising study hall.

Only items number 3 and 7 are instruction-related tasks.

The tasks listed above can be compared with the duties for school
aides (1975:6) identified in the 1974 CEA study which were as follows:

. . general assistance in libraries, resource centres, classrooms,
and science labs; preparing AV materials and operating the equipment
when necessary; supervising a classroom during the temporary absence
of a teacher; supervising playgrounds, study halls, and lunchroom
areas; assisting with the physical education programs; clerical work,
such as typing, filing, telephone answering, preparing classroom
materials, and operating duplicating machines; issuing textbooks;
helping on field trips; playing musical accompaniment for games and
school activities; sewing costumes for school plays and concerts;
and assisting in the organization and operation of school clubs.

It can be concluded from these lists of tasks, that teacher aide deployment
in classrooms in general has not changed significantly since 1967.

The lack of instruction-related tasks may be explained with
reference to the teacher-teacher aide ratio in any one school. In a

report on instructional practices in Alberta schools in 1968-69, Ratsoy

(1970:48) indicated that while over 50 percent of the teaching force had
access to clerical assistance, only 17 percent had access to teacher aides.

Further (1970:54), 75 percent of teachers indicating access to teacher
aides could use the paraprofessionals' service for only two hours per week.
Similarly, Haughey (1972) asked teachers to indicate whether they had
teacher aide and clerical asistance available to them, and, if so, to

rate the numbers of personnel available on a scale of "Too Many" to

"Unavailable." As is reported in Table 2.4, 52 percent of teachers
indicated that in-school teacher aides were "Unavailable" while the figure
for clerical services was 7 percent. Figures for paid instructional aides
in other Western Canadian provinces are reported (CEA, 1975:9) in Table 2.5.
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Table 2.4

Assessments by Teachers in Sample of Adequacy of Numbers of In-School Personnol

To Provide (1) Teacher Aide and (2) Clerical Services

Jurisdiction

Countie

Divkions

Public Districts

Separate Districts

Overall

Counties

Divisions

Public Districts

Separate Districts

Overall

Percentages of teachers making each assessment

Too

many Sufficient

Too

few Unavailable Undecided

Don't

know

0.4 8.0 16.0 67.4 2.8 5.6

0.0 17.9 17.0 55.8 3.1 6.3

0.0 9.9 27.8 48.9 4.0 9.3

0.4 15.3 30.0 44.2 2.0 8.1

0.2 12,6 24.8 51.7 3.0 7.7-.......E-...

0.0 43.4 42.4 8.0 3.5 2.8

0.0 37.5 37.5 18.3 3.6

0.2 49.9 39.8 4.0 3.2 3.0

0.2 48.1 4).4 5.5 1.3 3.5

0.1 46.3 40.5 7.3

......M....111MMI,I.,W

2.6 3.2

w1.11
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Table 2.5

Numbers of Paid Paraprofessionals Employed by Province and Year

1968 1969 1970 1971 1972 1973 1974

Saskatchewan 66 150 218 391 550

Alberta 200 565 1,985

British Columbia 84 169 179

In conclusion, while there has been a steady growth in the number
of teacher aides employed in Alberta schools, che specifics of present
practices are uncertain, and the duties of aides (possibly due to a lack
of personnel), seem to have remained almost entirely in the area of non-
instructional tasks.

One of the first studies in Alberta on teacher aide utilization
was commissioned by the Alberta Teachers' Association in 1960 (Kennedy,

1960) and was published as the. Association's first research monograph.
Since that time many studies have examined th: actual changes in teacher
role and the duties assigned to aides. Generalizability of the findings,
however, has been limited by the number of aides examined and the length of
time for which the aides were employed.

The Teacher Aides Tryout project, which was carried out in the
County of Parkland in 1969, involved the placement of four aides in four
sThools with each aide assigned to four teachers. Teachers were generally
satisfied with the aides' activities; the aides reported that they preferred
working directly with students in the classroom, that orientation to the
school and work wa5 essential, and that they encountered difficulties with
some teachers who had reservations about using aides.

The Eckville Teachers' Aide Project under the auspices of the
Human Resources Research Council and the County of Lacombe took place
during the 1969-70 school year. Prior to the hiring of non-professional
staff, the Eckville Junior-Senior High School Planning Committee admin-
istered a workload analysis instrument. Data revealed that for the
thirteen teachers, 76 percent of their time was devoted to actual instruc-
tion or lesson preparation, 18 percent was spent in clerical activities,
and 7 percent in supervision. Most of the teachers were agreed that
clerical and supervisory activities might be performed by teachers' aides..
Accordingly in February two aides, one full-time and one part-time, were
hired for the remainder of the school year. Teachers were generally
satisfied with the assistance provided by the aides although they, and
the aides themselves, were less satisfied with the policing of student

behavior. The teachers also mentioned a need for clarification of roles,
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for guidance in the effe,:tive utilization of aides, and for more training
and supervision of aides.

In 1972 a similar project was undertaken by the Calgary Separate
School District (Black and Bunyan, 1973). Each teacher in three schools
was assigned an aide from February to June. These fifty aides were mainly
grade 12 students. Findings reveale,! that the teachers felt aides were
desirable. and the aides enjoyed the experience. The presence of the
aide was not found to influence significantly the teaching format of the
teacher nor the academic achievement of pupils in those classes with aides
when conpared with teachers and pupils in schools without teachers' aides.

In a survey of seventy-five teacher aides in Edmonton (Edmonton
Public School Board, 1974), the aides listed their most frequently per-
formed duties as working with students, typing, operating office machines,
and assisting teachers in the classroom. They felt their four easiest
duties to be clerical work (filing, sorting, shelving), operating office
machines, typing, and library work, while their four most satisfying
duties were working with students, assisting the teacher in the classroom,
typing, and receptionist duties. Over 26 percent of the aides felt that
their formal on-the-job training had been "Inadequate" or "Very Inadequafe."

A more recent survey of a group of 139 Edmonton teachers' aides
(Balderson and Nixon, 1976:1) found that their most frequently performed
tasks were duplicating materials, supervising a class for a few minutes,
helping individual students, and taking charge of a small group of
students. Aides were, in general, very unsure of their own role and felt
that individual teachers and principals had widely varying perceptions of
the teachers' aide role. However, no extensive survey of teachers'
aides, their tasks, their impdct on instruction, and their perceptions of
their role has been carried out in Alberta to date.

Volunteer Aides

Even less has been reported about the numbers of volunteers working
in Alberta schools. In a survey of teacher aides (ATA, 1970), 12 percent
of the 907 schools surveyed reported utilizing volunteer aides to assist
teachers: these were mainly elementary schools. While no figures were
available for Alberta, Statistics Canada (1974) reported approximately
two thousand volunteer aides in Manicoba, one thousand in Saskatchewan and
six thousand in British Columbia for the 1973-74 s,hool year.

One of the most extensive studies on volunteer aides was completed
in 1972 by Hedges who surveyed 100 Ontario elementary schools. He found
that forty-eight schools used volunteers, of which twenty-three used their
services in the instructional program. His results showed that teachers
enjoyed having aides, spent more time in higher-level tasks, e.g., planning,
and gave individual pupils more attention.

In an Edmonton survey of volunteer aides (Edmonton Public School
Board, 1972) the typical volunteer aide was described as a female, between
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thirty-two and forty years of age, with some post-secondary education, who

came in 1/2 day per week to assist in the classroom or at clerical duties

in the local elementary school which her children attended. Duties listed

by volunteer aides as most frequently assigned included the following:

accompanying pupils on field trips;

2. library work;

3. drill games with pupils;

4. making costumes, props, programs for school plays;

5. correcting short-answer and multiple choice tests;

6. reading stories to students; and,

7. assisting the teacher--aiding in demonstrations, preparing

classroom materials, housekeeping, bulletin boards, handing

out and collecting work.

The last item was mentioned by both aides and teachers as an area having

top priority for average involvement by volunteer aides.

A survey of volunteer aides in Winnipeg schools in 1972 (Manitoba

Department of Education, 1972) reported 141 schools using 2,077 volunteers.

Eighty-four percent of the teachers felt that the utilization of aides

allowed them to spend more time on professional tasks. They found aides

most helpful when they worked with an individual child, prepared class-

room materials, worked with small groups of children, did clean-up and

housekeeping tasks, and monitored a class.

A study carried out in Calgary (Mirtle, 1974) attempted to examine

the perceptions of principals with regard to volunteer aides. In par-

ticular, the study sought to determine elementary principals' perceptions

of the reasons for the increased trend towards volunteer aides, the benefits

and risks at the school level, and the resource investments necessary to

plan, initiate, and maintain a volunteer aide program. Of the forty

principals interviewed, thirty-three had volunteer aide programs in their

schools. The school system had a full-time Volunteer Coordinator who

indicated that in 1972, eight-four schools Used approximately twenty-one

:housand volunte,er aides which is equivalent to three thousand two hundred

man-hours per week or approximately one hundred full-time staff.

The principals thought that the trend towards aides was a result

of the increased pressures on teachers for program individualization and

saw the benefits to teachers as the most important factor. Principals who

had had experience with many volunteer aides mentioned few risks while

principals with few or no aides felt the risks to be many. Of major

importance to a successful program was the time and effort needed to plan

for and train personnel before the start of the program. In comparison,

little time was required to maintain the proc im.
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Summary

While the extent of differentiated staffing in Canada is minimal
cnd limited to a few experimental situations, the use of paraprofessionals,
both paid and volunteer, would seem to be extensive. Much research still
remains to be done to examine the effect of such personnel on the quality
of instruction in Canadian schools, the tasks best assigned to them, and
their impact on the professionalization of teachers.

CONCLUSIONS

Although numerous specific conclusions may be drawn from the review
of literature on the subject, only some of the more general conclusions
aL3ut differentiated staffing are identified below. The conclusions relate
to the basic concept, to the various models which have been developed, to
the implementation of differentiated staffing, and to its possible con-
sequences.

1. A fundamental premise in proposals for differentiated staffing
is that teachers vary in the skills they possess and that
teaching has both instructional and non-instructional components.

2. Differenti'ated staffing may be conceptualized in terms of
differentiation along the four dimensions of responsibility,
function, skill, and salary.

3. The various differentiated staffing models emphasize different
characteristics and combine them in different ways; only team
teaching and the use of paraprofessionals are common to all
models.

4 The major benefits of this form of organization lie in increased
satisfaction levels for administrators and teachers, although
a variety of individual characteristics mediate the relationship
between the degree of differentiation and the level of satis-
faction.

5. The major costs of differentiated staffing are related to
planning, development, and implementation; operating costs
are generally similar to those in schools with traditional
staffin_ patterns.

6. Assured long-term funding and the location at the school level
of discretionary power to make budget decisions are important
to the success of the practice.

7. Careful definition of needs, adequate resources, staff
preparation, and a high degree of commitment and involvement
are important to the success of differentiated staffing.
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8. Administrators tend to be more enthusiastic than teachers,

male teachers tend to be more enthusiastic than female

teachers, and secondary teachers tend to be more supportive

than elementary teachers in relation to differentiated

s,affing.

9. The adoption of differentiated staffing by school systems in

Canada has been limited and has proceeded cautiously; however,

there have been numerous projects which involve the addition

of paraprofessional personnel and volunteer aides to school

staffs.

There is need for further research to determine the nature, extent,

and outcome of differentiated staffing together with the reasons and

expectations associated with the adoption of various models. In particular,

the results of research on the consequences of differentiated staffing

for students and student achievement are inconclusive. School systems

which decide to adopt differentiated staffing should be prepared to go

beyond mere structural change in order to increase the probability of

achieving desired outcomes. Among the factors which require attention

are the selection and preparation of personnel, the assurance of necessary

long-term funding, and appropriate budgeting practices.
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CHAPTER 3
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SUPERINTENDENTS' REPORTS
ON ALBERTA STAFFING
PRACTICES

Information on the nature and extent of differentiated staffing
practices in Alberta schools was gathered from three main sources,
teachers, principals and superintendents of schools. This chapter reports
on the survey of superintendents. A questionnaire was developed to
ascertain the extent to which differentiated staffing existed in the school
jurisdictions of the province. This questionnaire incorporated the major
staffing categories employed in differentiated staffing projects in Canada
and the United States. As a result of a pilot study, certain modifications
were made and definitions inziuded.

The survey questionnaire consisted of three parts. In the first
part superintendents were requested to name any schools in their systems
which they perceived as having staffing practices differing in a marked
degree from traditional staffing practices in the use of professional and/or
paraprofessional personnel. The second part sought information concerning
categories of school-based professional, paraprofessional, and volunteer
personnel. The third part dealt with the nature and duration of any
differentiated staffing practices that had been implemented and later
discontinued. In addition, space was provided for comments.

A mailing list from the Department of Education provided the names
and addresses of the 92 Alberta school superintendents, all of whom were
asked to complete the questionnaire. Eighty-six superintendents (93.5
percent) with responsibilities for 116 of the province's 141 jurisdictions
complied with the request.
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STAFFING PRACTICES FOUND IN THE NOMINATED SCHOOLS

From information given in the first part of the questionnaire, a

list of schools named by the superintendents together with the nature of

the implemented non-traditional staffing practice or practices we.; compiled.

This list was the sampling framework for the in-depth case studies of

differentiated staffing practices in Alberta. It was also used in the

schools survey reported in the next chapter.

The responses were classified according to type of jurisdiction

in the province, that is, whether School Division, County, Public School

District, Roman Catholic Separate School District, or Other. For eleven

of the 26 School Divisions for which data were r-athered, superintendents

named schools with staffing practices wl-ich they thought differed to a

marked degree in the use of professional and/or paraprofessional personnel

from traditional staffing practices. A total of 25 such schools were

identified in these Divisions. Twenty-three schools were identified in

nine of the 28 responding Counties. Fourteen schools were identified in

eight Public School Districts while in 15 Public School Districts,

including some of the largest in the province, no schools were named.

Out of a total of 34 responding Roman Catholic Separate School Drstricts,

13 jurisdictions identified a total of 24 schools with markedly different

staffing practices. Of the five school districts that have been categorized

as "Other," two jurisdictions responded by identifying schools; one juris-

diction in this category named one school and the other jurisdiction listed

five schools. In total, for all types of jurisdictions, 91 schools were

identified as having staffing practices markedly different from those

traditionally used.

It is noteworthy that for three large urban districts no schools

were listed, while for some of the smaller jurisdictions most or all of

the schools were identified. A partial explanation of this phenomenon

is the different interpretations given to the concept "differentiated

staffing" and the variety of perceptions concerning what constitutes a

non-traditional staffing practice.

By far the most frequently mentioned practice, associated with

two-thirds of the nominated schools was the use of aides. These ranged

from school aides and instructional aides to parent volunteers and the

use of students. Also mentioned was the Model Schools Concept which,

along with the utilization of aides, is associated with current efforts

to differentiate staff functions. None of the other practices mentioned

by the superintendents was identified with more than a handful of schools

and most were associated tiith only one nominated school although some of

the reported staffing practices are found in many schools in, for example,

large jurisdictions of the province. Perhaps, because of their use within

the jurisdiction for a relatively long period of time, these practices

were no longer regarded by superintendents as "non-traditional." Examples

of such practices are other aspects of differentiated staffing including

large group instruction, team teaching and the use in schools of business

managers. The more familiar practices mentioned by a few superintendents
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which also fall in this category are departmentalization, the use of grade
coordinators and grade-to-grade grouping in reading.

Several of the practices mentioned appeared to reflect increased
community involvement in schools or were reactions to particular community
needs. Among these were: School and Community Liaison Officer; Career
Counsellor; Early Childhood Coordinator; use of noncertificated personnel
in bilingual schools; Native Paraprofessionals; Itinerant Teaching; School
6ased Learning Assistance Centre; specially staffed swimming programs; and
:nc.-rgarten to grade four integration. In addition, several schools were
ra71LJ for which the nature of the staff differentiation was not given.

What seems to be the noteworthy outcome of this review is the
-ireat variety of practices which represent varying degrees and varyinc
tYoes of staff differentiation within Alberta schools.

CATEGORIES OF SCHOOL-BASED PERSONNEL

-ofessional Staff

Table 3.1 presents the number and percentages of schools, by
tvpes of jurisdictions, which employed different categories of school-
based professional personnel. Some categories listed in the questionnaire
were not chosen at all by the superintendents while other categories were
apparently used in a very small percentage of all schools. No schools
within the jurisdictions for which returns were received reported having
interns on a full-year basis or master teachers. Three classifications of
school-based professiorwl personnel are shown in the table. The extent of
use of the individual staffing categories within each of these classifica-
tions is discussed under the first three headings below. A caution is
expre'sed that some of the percentage figures shown may be artificially low
because one large urban jurisdiction was not able to supply information
with respect to the schools which employed several of these staffing
categories.

Also included in this section are comparisons of school-based
professional staffing categories among the various types of jurisdictions
in the province, information on the year of initiation of these staffing
categories in the province and several additional staffing categories
provided by superintendents.

Instructional personnel. As is evident from the percentages given
in the last column of the table, the two most widely used categories of
school-based instructional personnel were "resource teachers" employed in
almost two-fifths of schools, and "remedial teachers" employed in about
one-seventh of schools. Approximately one school in ten had "teacher
interns" during the May-June period. The next most commonly found category
appeared to be "department head/program assistants." The remaining three
categories, namely, "team teaching leaders," "grade coordinators," and
"reading diagnosticians/clinicians" were reported for fewer than two percent
of schools.
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Table 3.1

Profess7on1 Staffing Categories in Alberta Schools Shown as a

P -c..:ntacie of Schools in Each Type of Jurisdiction

Staffing
Category

TYPES OF SCHOOLS1

County Division Public Roman Other All

Schools Schools District Catholic Jurisdiction Schools

Schools Schools Schools

(n=314)

N
,
,

(n=276)

N

(n=451)

N '..z.,

(n=192)

N %

(n=13)

N %

(n=1246)

N %

Instructional

2

Master Teacners

Team 1-,,,3_fling Leaders 1 0.4 2 0.4 3 0.2

Department Heads!
Program Assistants 13 4.1 3 1.1 292 6.4 62 32.3 i 7.7 108 8.7

Grade Coordinators 3 1.0 2 0.7 6 1.3 7 53.8 18 1.4

Remedial Teachers 40 12.7 28 10.1 25
2

5.5 70 36.5 6 46.2 169 13.6

Resource Teachers III 35.4 115 41.7 153 33.9 too 52.1 7 53.8 486 39.0

Teacher interns
(May-June) 26 8.3 32 11.6 15 3.3 43 22.4 2 15.4 1/8 9.5

TeaLher Interns
(Full Year)

Reading Diagnosticians/
Clinicians 1 0.3 4 1.4 16 3.5 4 2.1 25 2.0

Pupil Personnel

School Counsellors 117 37.3 26 9.4 1512 33.5 64 33.3 9 69.2 367 29.5

School-based Psych;Aunists 13 2.9 - 13 1.0

Social Workers 8 2.5 17 3.8 1 0.5 26 2.1

Speech Therapists 23 7.3 15 5.4 152 3.3 9 4.7 62 5.0

Others

Commun"ty School Directors 1 0.3 3 1.1
2

4 2.1 1 7.7 9 0.7

Ay Dirvctors 2 0.6 5 1.8 1 2 0.2 1 0.5 9 0.7

Subjc, Area Consultants/
Coordi-Jtors who serve
more than one school 35 11.1 69 25.0 412 9.1 11 5.7 2 15.4 158 12.7

The nu-,ber of schools for each responding jurisdiction was computed from the Department of Education's LIST OF

OPERATING SCHOOLS IN ALBERTA 1974-75.
2
One large urban public school district iid not specify th( number of schools having this staffing practice. No

estimate was made.
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An explanation was offered by the deputy superintendent of a large
urban school district as to the reason for the declining use of the "Team
Leader" category in that jurisdiction:

The term "Team Leader" was introduced into the Collective Agreement
approximately four years ago. A school was permitted to request two
or three team leaders in lieu of an assistant principal. In effect,
only those schools entitled to an assistant principal on the basis of
their size were entitled to team leaders. The number of schools using
team leaders varied from five to eight over the years. Unfortunately,
there has developed a controversy between the Board and the Alberta
Teachers' Association over the administrative allowance, with the
result that the number permitted in lieu of an assistant principal
has been limited to two. Because of this, several schools have
reverted to the assistant principal.

PLpil personnel staffing categories. Of the four staffing cate-
gories shown, "school counsellors" were the most frequently reported,
being associated with approximately thirty percent of Alberta schools.
"School-based speech therapists" were reported for about five percent of
schools, and "school-based social workers" and "school-based psychologists"
for two and one percent respectively.

Other_professional staffiu categories. Of the three areas listed,
"subject area consultants" were employed in thirteen percent of schools,
while less than one percent employed "community school directors" and
"audiovisual directors."

Overall an examination of the professionai staffing categories
shows an emphasis in Alberta schools on those professional positions,
such as "counsellor," "resource teacher," and "remedial teacher," whose
specific concern is individual pupil needs. Of the administrative/
supervisory positions shown, emphasis seems to be on those which suggest
collegial or peer assistance to teachers such as is implied in the "subject
area consultant/coordinator" title rather than on the staffing categories
which suggest a more formal hierarchy within the teacher ranks such as the
"master teacher," "team teaching leader," "department head," and "grade
coordinator" positions listed in the table.

Comparisons between types of jurisdictions. Superintendents also
reported the numbers of personnel in their jurisdiction which fell into
each of the staffing categories shown in Table 3.1. These figures,
combined with the percentages given in columns 2, 4, 6 and 8 of Table 3.1,
reveal that some staffing categories are more common in some types of
provincial school jurIsdictions than in others. Since the information
gathered relates to school-based personnel only, no attempt was made to
generalize from these figures to the total of specialized services available
to the schools in the various types of jurisdictions. Some superintendents
indicated that although no school-based personnel of a particular category
listed in the questionnaire were available within their jurisdictions, the
services of such professionals were made available to schools either
through central office personnel deployed on a system-wide basis or through
the Regional Offices of the Department of Education.
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Some school-based staffing categories are more common in Public

and Roman Catholic District schools thdn in County and School Division

schools. Among these are "department heads/program assistants" positions

and "reading diaanosticians/clinicians." On the other hand, the probability

of finding "subject area consultants/coordinators" appears to be somewhat

higher in Counties and Divisions than in Public or Roman Catholic Districts.

When the two types of large rural units of school administratiJn,

the Counties and School Divisions, are compared, differences are not great

with two exceptions; Counties seem to have a higher proportion of schools

with counsellors on staff (37 vs. 9 percent), whereas a higher proportion

of Division than County schoois employed the services of subject area

consultant or grade coordinators who serve more than one school (25 vs.

11 percent).

A comparison of the two types of jurisdictions which are mainly

urban, the Public School Districts and the Roman Catholic Districts,

revealed that on average the latter seemed to make more use of "department

heads/program assistants," "remedial teachers," "resources teachers," and

"teacher interns," whereas the former seemed to make more use of "school-

based psychologists," "social workers," and "subject area consultants/

coordinators who serve more than one school."

Year of initiation of professional staffing categories. Super-

intendents were requested to provide the year in which each of the profes-

sional differentiated staffing categories found in their jurisdiction was

initiated. Information on the year in which long established staffing

categories were first introduced was not always available. As one superin-

tendent pointed out, the establishment of the year in which certain

categories were initiated would require many hours of research and there

were no personnel available to undertake such an assignment. A number of

superintendents indicated that in some instances they were giving the

approximate year; others, perhaps for the above-mentioned reason, did

not provide this information.

Based on the superintendents' repor.ts, most staffing categories

shown in Table 3.1 were initiated in diffei-ent jurisdictions of the

province in years spanning the 1960's and.1970's. Exceptions to this were

the categories of "teacher intern," "school counsellor," "team teaching

leaders," "community school directors," "AV directors," "school-based

social workers and speech therapists." The longest-established school-
based staffing category reported was that of "teacher interns (May-June)"

in at least one Roman Catholic School District. This category dates back

to 1934. The "school counsellor" category was initiated in some juris-

dictions as early as 1950. The more recent school-based staffing cate-
gories introduced into the province appear to be "team teaching leaders,"

"community school directors," "AV directors," and "school-based social

workers," all initiated during the 1973'5; and school-based "speech

therapists,' first introduced in 1965. The two most recently established

professional differentiated staffing categories in the province seem to

be the "AV directors" and "community school directors"; both categories

appear to have been initiated in School Divisions in 1971.
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Additional professional sta:7'ing categories. In the open-ended
part of the section of the questionnaire on professional school-based
staff, superintendents added a variety of other positions not listed in
the questionnaire. Information was received for 13 jurisdictions. The
most frequently mentioned position was that of "librarian" with a number
of jurisdictions reporting the use of "itinerant teachers of the hearing
impaired," and "itinerant teachers of the visually impaired." Also
mentioned were "reading specialists," "Native language teachers," "teachers
of English as a second language," "religion consultants," "resource centre
teachers," "program development officer," "program coordinator," and
"Educational Opportunities Fund teachers."

Again, one is impressed with the great variety of school-based
professional staffing categories some of which seem to be more u...,eful or
necessary in some types of jurisdictions or some parts of the province and
others seeming to be more relevant in other jurisdictions or other parts
of the province depending on local needs and preferences.

Para rofessional and Sup ort Staff

The numbers of schools, by type of jurisdiction, employing different
categories of paid paraprofessionals and support staff are shown in
Table 3.2. Also indicated are the percentages of schools utilizing each
of these categories of personnel. All categories of paraprofessional and
support staff listed in the original questionnaire were found in at least
some of the jurisdictions of the province. As indicated by the percentages
in the last column of the table, of the nine categories shown the most
widely used category is that of"typists/secretaries" found in over three-
quarters of all schools. "Library aides or assistants" were reported for
almost half of Alberta schools and "teachers aides/instructional aides"
for about two-fifths. Almost a third of the schools utilized the services
of "school aides/general aides" and a fifth had "clerical aides." In
relation to this last-mentioned category, some respondents admitted an
im-bility to distinguish meaningfully between this and the "typists/
secretaries" category and reported placing all clerical assistance in the
"typists/secretaries" category.

About one school in eleven had "business managers." Among the
least frequently used of the paraprofessional and support staff categories
are "laboratory aides/laboratory technicians" and "resource centre aides/
AV aides," each being found in about six percent of schools, and "super-
vision aides" found in under four percent.

Utilization of paraprofessionals and support staff in different
types of jurisdictions. The percentages given in columns 2, 4, 6, 8 and
10 of Table 3.2 reveal that some categories of paraprofessional and
support staff are more frequently found in school jurisdictions of cle
type than another.

Some school-based categories of paraprofessional and support staff
were utilized in a greater proportion of Public and Roman Catholic Separate
School D;stricts, which are mainly urban, than in the Counties and School
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Table 3.2

Paraprofessional Staffing Categories in Alberta Schools Shown as a

Percentage of Schools in Each Type of Jurisdfttion

Staffing

Category

TYPES OF SCHOOLS1

..m.....,,,=y7mwmomm.w.Wwyu...*.W.w

Roman

Public Catholic Other

County Division District District Jurisdiction All

Schools Schools Schools Schools Schools Schools

(n=314) (n=276) (nz451) (n=192) (n=13) (n=1246)

N N N%N%N%N%
Teachers' Aides/

Instructional Aides

School Aides/

General Aides

Library Aides or

Assistants

Laboratory Aides/

Laboratory Technicians

Resource Centre Aides/

AV Aides

Clerical Aides

Typists/Secretaries

Supervision Aides

Business Managers

29 5.2 147 53.3 199 44.1 109 56.8 2 15,4 486 39,0

31 9,9 73 26.4 248 55.0 51 26.6 7 53.8 410 32,9

64 20.4 86 31.2 345 76.5 68 35.4 10 76.9 573 46.0

2 0.6 62 13.7 9 4.7 1 7.7 74 5.9

3 1,0

8 2,5

236 75,2

22 7.0

62 19.7

2 0.7

9 3.3

162 58.7

9 3.3

14 5.1

62

167

405 89,8

11 2.4

23 5.1

13.7 5 2.6 72 5.8

37.0 62 32.3 7 53.8 253 20.3

145 75.5 10 76.9 958 76.9

2 1.0 44 3,5

13 6.8 112 9.0

The number of schools for each responding jurisdiction was computed from the Department of Education's

LIST OF OPERATING SCHOOLS IN ALBERTA 1974-75.
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Divisions, the large units of rural school administration. Examples of
tnese are the "library aides or assistants," "laboratory aides/laboratory
technicians," and "clerical aides" categories. On the other harP, a some-
what greater proportion of County and Division scnools than Pubiic and
Roman Catholic District schools were likely to have "supervision aides";
this may reflect the greater need in rural areas for supervision of bus
loading and unloading and for noon-hour supervision.

When the two types of larde rural jurisdictions are compared,
Divisions had a higher proportion of "teachers aides/instructional aides"
(53 vs. 9 percent), "school aides/general aides" (26 vs. 10 percent),
whereas County schools were more likely to have "t.yp:sts/secretaries"
(75 vs. 59 percent), "supervision aides" (7 vs. 3 percent) and "business
managers" (20 vs. 5 percent).

Comparison between the two types of urban jurisdictions reveals
that a greater proportion of Public District schools had "school aides/
general aides" (55 vs. 27 percent), "library aides or assistants" (77 vs
35 percent), "laboratory aides/laboratory assistants" (14 vs. 5 percent)
"resource centre aides/AV aides" (14 vs. 3 percent), and "typists/
secretaries" (90 vs. 75 percent). On the other hand, a greater proportion
of Roman Catholic District schools had "teachers' aides/instructional
aides" (57 vs. 44 percent).

Superintendents also provided figures on the huilbers of personnel
employed in their jurisdiction in each of the paraprofessional and
support staff categories. The total number of paid paraprofessionals and
support personnel empioyed in the 1,246 schools for which data were
available was 3,461. Not surprisingly, in view of the figures provided
in Table 3.2, "typists/secretaries" accounted for the greatest number of
such personnel (1,186), representing just over a third of the total.
'Teachers' aides/instructional aides" accounted for 23 percent, "library
aides or assistants" for 19 percent, "school aides/general aides" for
15 percent, and each of the remaining categories for 3 percent or less,
with only 42 "business managers" reported representing one percent of
the total of paraprofessional and support personnel.

Year of initiation of paraprofessional and support staff categories.
Of the nine categories of paraprofessionals and support personnel about
which information was sought, most were initiated in the various parts of
th z! province and in different types of jurisdictions over a period of
years, many as recently as the present year. The earliest to be introduced
into the schools of the province was the "typists/secretaries" category
with at least one jurisdiction reported having such positions in their
schools as early as 1931; however, several jurisdictions introduced this
category of personnel in 1975 and others have yet to do so. "School
aides/general aides" have been introduced gradually between 1955 and the
present year and "library aides or assistants" from 1960 to date. Most
of the others were introduced gradually from about the mid-1960's to the
present time with a fair concentration in the 1970's. This is rot
surprising in light of other information provided by some supecintendents
that their "school aides/qeneral aides" "library aides or assistants"
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and/or "resource centre aides/AV aides" were being paid from Equal Opportunity

Fund grants. The returns also suggest that many of the paraprofessional

and support staff categories were first introduced by the larger urban

school jurisdictions.

Additional paraprofessional staffing categories. Eight of the

responding jurisdictions included additional paraprofessional staffing

categories found in their schools. Among these were "counsellor aides who

work with Native children," "Early Childhood Services aides," "instruc-

tional assistants in industrial arts and band," "school aide-chefs,"

"school aide-mechanics," "school media aides," "AV technicians,"

"educational TV directors," and "curriculum workers." Superintendents

indicated that most of these staffing categories have been Introduced since

1971.

Volunteer Personnel

Table 3.3 presents the number of schools, by type of jurisdiction,

which superintendents identified as using volunteers. This table probably

does not reflect very accurately the number and extent of volunteer

invt. .,rlent in schools for a number of reasons. Some superintendents

de that since try- o..e of these personnel was largely under each

(...-.Tarol they did not have an accurate count of such personnel

or their jurisdiction. Typical of superintendents' responses were:

We have no full-time volunteers but almost every one of our schools

has parent volunteers that assist teachers and the librarians from

time to time. It would be most difficult for us to ascertain how

many such people would be involved in a year . . .

Varies . . .
usually short term, specific task-oriented rather than

ongoing.

We have two volunteer aides in each day, though not always the same two.

Of the four volunteer categories about which information was sought,

"school aides/general aides" seemed to be the most common in Alberta, being

found in about one-eighth of the schools about which data were provided.

Next in order of use were volunteer "teachers' aides/instructional aides"

reported for about one school in ten. "Supervision aides" and "resource

centre aides" were the least used of the volunteer staffing categories,

each reportedly found in under one percent of schools.

Utilization of volunteer personnel in different types of juris-

dictions. Comparisons across the jurisdictions reveal that volunteer

personnel in general seem to be found in a greater proportion of urban

than rural jurisdiction schools. This is particularly true for the category

of "school aides/general aides." As for the two types of large units of

rural administration, neither reported using "supervision aides" and only

School Divisions had "school aides/general aides" and "resource centre

aides"; the remaining category, "teachers' aides/instructional aides,"
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Table 3.3

Categories of Volunteer Staff in Alberta Schools Shown as a

Percentage of Schools in Each Type of Jurisdiction

TYPES OF JURISDICTIONS1

N

s' Aides/

tional Aides

Aides/GeneralAides -

sion Aides

e Centre Aides

County Division Public Roman Other All

Sch6ols Schools District Catholic Jurisdiction Schools

Schools District Schools

Schools

(r=314) (n=276) (n=451) (n=192) (n=13) (n=1246)

% N % N % N % N % N %

3 1.0 24 8.7 15 3.3 72 37.5 1 7.7 115 9.2

7 2.5 78 17.3 63 32.8 4 30.8 152 12.2

2 1.0 2 0.2

1 0.4 1 0.2 2 15.4 L1 0.3

er of schools for each responding jurisdiction was computed from the Department of Education's LIST OF

G SCHOOLS IN ALBERTA 1974-75.
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was found in a h:gher proportion of Division schools than County schools.

Schools in Roman Cat:lolic Districts more than schools in Public
Districts ut:lized the two main categories of volunteer personnel; over
thirty-seven percent of schools in Roman Catholic Districts compared
with three percent in Public Districts used "teachers' aides/instructional
aides" and thirty-three percent in Roman Catholic Districts compared with
seventeen percent in Public Districts used "school aides/gen:,,ral aides."

Year of initiation of volunteer personnel categories. In general,
the range of years given for the initiation of volunteer staffing categories
was much narrower than for professional or paraprofessional categories.
With the exception of the volunteer "school aides/general aides," initiated
in 1958, no category was initiated in any type of jurisdiction in Alberta
before 1970.

Additional volunteer -.taffing categories. Information was viewed
from eight jurisdictions concerning additional volunteer staffing categories
utilized in these jurisdictions. The most frequently mentioned category
was volunteer "library aides." Volunteer "student aides" were mentioned
by two jurisdictions, and volunteer "clerical aides" and a volunteer "AV
director" by one jurisdiction. Also mentioned was the use of "community
resource personnel" and of a "civilian advisory committee." All of these
volunteer staffing categories had been initiated since 1971.

Staffing Practices Which Have Been Discontinued

In response to the request for this information, thirteen juris-
dictions in the province provided details on differentiated staffing
practices which were initiated in their schools and later terminated.
The most common of those mentioned were paid paraprofessional positions
such as "teacher aide," "school aide," "library aide," "laboratory
aide," "paraprofessional band instructor" and "business manager." In

all but one instance the positions were introduced in the 1970's and
typically discontinued one or two years later. The exception was
"school aides" which in one jurisdiction were introduced in 1969 and
terminated six years later.

The mos t. common reason given for the termination of the para-
professional staffing practices reported was financial restraints. In

two cases the paraprofessional positions were created as stop-gap measures.
One of these involved hiring a paraprofessional band instructor for a year
until he could be replaced by a certified teacher. In another case a
teacher aide was -issigned to a Grade 1 classroom for a year and although
the arrangement was indeed satisfactory, when the enrollment dropped,
the aide was no longer considered necessary.

Several professional staffing practices such as the use of
"department heads," "reading specialist," "instructional media centre
coordinator" and "team teaching" were also mentioned as having been
initiated, typically in the 1970's, and terminated usually one or two
years later; the exception was "department heads" initiated in one

7 2



59

jurisdiction ir 1964 and terminated in 1970. The reason given for
termination of all but one of the professional staffing categories listed
was financial restraints; the exception, "team teaching" was reported to
have been terminated in one case because of lack of inservice training
and in another because the teachers involved had left the school.

Three jurisdictions reported the discontinuance of volunteer
aide programs. All three had been initiated in 1972 and terminated a
year or two later. No reason for termination was given for two of these.
In the third instance the availability of Federal Local Improvement
Program funding made it possible for the volunteer aides to become paid
aides.

Summary

Ninety-four percent of Alberta superintendents replied to a survey
questionnaire which attempted to ascertain the extent of differentiated
staffing in their jurisdictions. Some aspects of the questionnaire posed
problems for the larger jurisdictions since the information sought was
not always available.

From information which they provided, a list of schools having
staffing practices which differed in a marked degree from traditional
staffing practices in the use of professional or paraprofessional personnel
was compiled. While the most commonly mentioned practice was the utiliza-
tion of aides, it was evident from the variety of staffing practices
mentioned that the concept of differentiated staffing had been interpreted
differently by many respondents.

Specialization of professional personnel was on a hori?ontal
basis with most staff in the categories of "remedial and resource teachers,"
"school counsellors," and "subject area consultants." In general, the
present emphasis in staffing would seem to be to provide assistance to
teachers through peers or colleagues who specialize in individual student
needs. The majority of specialized professional personnel categories were
introduced after 1960.

Seventy-seven percent of all schools employed "typists/secretaries"
and 46 percent employed "library aides or assistants." "Teachers' aides/
instructional aides" were employed in 39 percent of Alberta schools and
"school aides/general aides" in 33 percent. In comparison, only 4 percent
of schools employed "supervision aides." Approximately 40 percent of
all paid paraprofessionals were either "teachers' aides/instructional
aides," "school aides/general aides," or "clerical aides." "Library
aides or assistants" and "resource centre aides/AV aides" accounted for
approximately 20 percent of all paid paraprofessionals. While the
"typists/secretaries" category was inaugurated in many districts prior
to or during the 1950's, most other categories of paraprofessional staff
were not initiated until at least the mid-1960's.
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Information on `.he utilization of volunteers in Alberta schools

was less accurate than other data since this area was under the juris-

diction of individual principals. Superintendents reported that 12 percent

of schools had volunteers who worked in the capacity of "school aides/

genecal aides," and 9 percent had volunteer "teachers' aides/instructional

aides." In general volunteers more often worked in urban schools. Most

volqnteer programs started in the 1970's.

Sixteen differentiated staffing practices wece identified as

having been discontinued, chiefly due to financial restraints.

Based on the information provided hy superintendents, Alberta

schools have not formally employed to any large extent the categories of

professional personnel related to differentiated staffing.
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This (hapter repori:s che findings of the survey of Alberta principals
and teachers. The ,uestionnaire used in the survey was based on the rev;ew
of literature on dilferentiated staffing and w,s designed to provide dat6
about present and preferred staffing practiceF, and attitude orientations
toward various aspects of differentiated stafling.

The questionnaire was administered to a) 243 principals representing
a systematic selection of every fifth school from the provincial Department
of Education's master list of schools arranged by jurisdiction; and (b) 638
teachers comprising the entire staffs of 27 schools, 25 of which were
randomly selected from the 243 schools just mentioned; and (c) 63 principals
whose names appeared on the 113t of schools nominated by superintendents
as having some feature of differentiated staffing and who were not already
included in the sample of principals. Reference to this list of schools
has already been made in the preceding chapter.

Replies were received in time for data analysis from 80 percent of
the principals in the systematically selected group; 55 percent of the
teachers; and 86 percent-of the nominated principals. The map on the
following page illustrates the geographical location of the schools surveyed.
Table 4.1 shows the total number of principals and teachers surveyed and
the various categories used in the -iysis of the data.

As noted in the preceding paragraphs, the sample of principals was
constructed in such a way as to favour the inclusion of principals known
to be involved with some aspect of differentiated staffing. That is, of
the 255 principals respc 'ing to the questionnaire, 53 were from the
nominated list. This characteristic of the sample was valuable in high-
lighting differences between nominated nd systematically selected

61
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Table 4.1

Number of Respondents by Category

Number

Category Principals Teachers

With Aides 149 91

Without Aides 103 251

Elementary with aides
(..3 40

Secondary with aides 37 44

Elementary without aides 45 66

Secondary without aides 35 163

Female with aides 8 51

Male with ai, 141 37

Female without aides 12 121

Male without aides
91 127

Nominated

Systematically selected

53

202

Total 255
1

3421

1

Because some respondents used the "Special" and "Other" alternatives in
the questionnaire, the total number in the category sub-groups does not
always equal the total number shown for principals and teachers.
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principals. On the other hand, the samp.e was not constructed nor the

analysis of the data conducted ith a view to deriving statistical generali-

zations. The following pages therefore focus on describing practices and

attitudes associated with differentijted staffing as reported by the survey

respondents. The c, Hysis of the information they supplied yielded

pertinent indicators of the status of and potential for differentiated

staffing in Alberta.

USE OF PARAPROFESSIONAL STAFF

Respondents were requested to supply information reaarding their
present and preferred use of "paid aides." The findings reported in this

chapter regarding aides therefore exclude the use of volunteer aides and

regular secretarial services provided by personnel with designations other

than "paid aide," for example, "school secretary."

Number of Aides Used

The survey asked the following question:

How many paid aides do you regularly LL,e? (Circle)

0 1 2 3 4 5 6 7 8 9 or more

Forty percent of the respondents regularly used paid aides.
Proportionately more principals (60 percent) than teachers (27 percent)

reported they regularly used one or more 1:N_id aides. Principals tended

to use more aides than did teachers. TwentN,-nine percent of principals

reported that they regularly used one aide, and 16 percent stated that

they regularly used two aides. Twenty-one percent of the teachers reported

they regularly used one aide, and 4 per cent reported regular use of two

aides. Fifteen percent of the principals and one percent of the teachers
reported they regularly used more than two aides. The mean number of aides

used by principals was 2.1, and the corresponding m-an for teachers was 1.2.

Number of Hours Aides Were Used

The survey asked the following question:

During an average school day approximately how many hours

does an aide(s) work for you? (Circle)

0 1 2 3 4 5 6 7 8 9 or more

Proportionately more principals (52 percent) than teachers (24

percent) reported that aides worked for them nne hour or more. Propor-

tionately more principals than teachers had aides working for them for

longer periods. Seventy-six percent of the principals_. isiag aides
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reported that aides worked for them two or more hours per day compared to
32 percent of the teacners who made the same claim. The mean number of
hours that aides were used by principals was 3.6 and the corresponding
mean for teachers was 1.7.

Number of Hours Preferred for the Use of Aides

The survey asked the following question:

During an average school day, about how many hours do you think
you could effectively utilize the services of trained aide(s)?
(Circle)

0 1 2 3 4 5 6 7 8 9 or more

While 16 percent of the respondents indicated they could not
effectively utilize the services of trained aides during an average school
day, 84 percert felt they could utilize the services of trained aides for
one or more hours during an average school day. Principals preferred more
aide time than did teachers. Whereas 29 percent of the principals and 67
percent of the teachers pr..2ferred one to two hours of aide time, 55 percent
of the principals and onl 17 percent of the teachers indicated they could
utilize aides for t)ree o- more hours per day.

Principals without aides reported they could effectively utilize
the serices of trained aides for a mean of 2.4 hours per day. Those with
aides reported they used them for an average of 3.6 hours per day and
could use them for an additional hour per day for a total of 4.6 hours.

Teachers without aides reported they could effectively use aides
for an average of 1.5 hours per day. Teachers with aides reported they
used them 1.7 hours per day and that they could use them for approximately
half an hour more per day for a mean total of 2.3 hours.

Table 4.2 illu5rates some of the above finding. It also demon-
stral.:es that principal_i who had aides tended to use more aides and more
aide time than did teachers who had aides, and also that principals pre-
ferred about twice the amodnt c cotal aide time preferred by teachers.

Table 4.2

Hours of Actual and Preferred Use of Aides

Mean Number of

Principals Teachers

With Without
Aides Aides

With Without
Aides Aiden

Paid Aides 2.1 0 1.2 0

Hours Aides Used 3.6 0 1.7 0

Preferred Hours 4.6 2.4 2.3 1.5
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Estimated Distribution of Aides' Time

The survey asked the following question:

Please rank the following activities according to (a) the

amount of time aides ACTUALLY spend performing them for you

and (b) the amount of time you would PREFER that aides spend

on them for you.

Rank as follows: 1 ---,- most time; 2 = next most time;

3 ..-- . . .
etc.; leave blanks to indicate no

time.

Activity

Preparing instructional materials

Setting-up, cleaning-up

Assisting students

Supervising students

Keeping records

Marking student work

Planning for instruction

(Other)

Rank

ACTUALLY PREFERRED

Thirty-seven pPrcent of the principals with aides estimated the

aides working for them spent most of their time (rank 1) "Preparing

instructional materials." The percentage of principals dropped sharply

to 14 percent for "Assisting students" and to 8 perceilt for "Keeping

records." The remaining four activities received estimates as follows:

"Supervising students," 7 percent; "Setting-up, cleaning-up," 5 percent;

"Marking student work," 4 percent and "Planning for instruction," zero

percent.

The percentage of teachers with aides who estimated that "Preparing

instructional materials" took most ' their aides' time was remarkably

similar to that of the principals with aides (36 percent). Likewise

"Assisting students" received 15 percent. The percentages of teachers

with aides who estimai.ed the remaining five activities took most of their

aides' time were as follows: "Setting-up, cleaning-up," 11 percent;

"Keeping records," 9 percent; "Marking student work," 7 percent; "Super-

vising students," 3 percent and "Planning for instruction," 1 percent.
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"Preparing instructional materials" and "Assisting students" were
estimated, in that order, by the largest and the next largest percentages
of both principals and teachers as the activities upon which their aides
actually spent most of their time.

Preferred Distribution of Aides' Time

Twenty-eight percent of the principals without aides gave highest
priority regarding the preferred allotment of most aide time to "Preparing
instructional materials." Twelve percent gave highest priority to 'Setting-
up, cleaning-p.11 "Assi ting students" received 9 percent of the highest
priority responses from principals without aides. The remaining four
activities received less than 9 percent of the highest priority responses
from principals without aides.

When the responses from principals with aides were examined, it was
found that 31 percent gave highest priority to "Preparing instructional
materials"; and 14 percent on "Assisting students." The remaining activities
received less than 14 percent of the highest priority respcnses from
teachers with aides.

A comparison across the two groups of principals and the two groups
of teachers revealed that "Preparing instructional materials" received
highest priority from the most respondents in each cf the four group5 and
that "Assisting students" received highest priority from the next largest
proportion of respondents in three of the groups. "Planning for instruction"
received the smallest proportion of first priority responses in each of
the four groups.

Table 4.3 presents the seven tasks rank ordered according to both
the estimated amount of time aides actuall spend on the tasks and the
preferred amount of time they should spend on these tasks.

In summary, principals and teachers agreed in their estimates that
aides spend most of their time (1) "Preparing instructional materials"
and (2) "Assisting students." Both groups ranked "Supervising students"
fourth. "Planning for instrucion" was ranked by both groups as the task
receiving the least amou; . of aide time. Overall both groups tended to
agree on their rankings by reporting similar estimates of aiue time
allocated to the seven tasks.

When the same seven activities were rank ordered by principals and
teachers according to their prefernces regarding the amount of aide time
aides should spend on the tasks, "Preparing instructional materials" was
ranked first by both groups, and "Planning for instruction" was ranked
seventh. "Supervising students" was ranked fifth by both groups. "Assisting
students" was ranked second by principals and third by teachers. Teachers
ranked "Setting-up, cleaning-up" as their second choice. Although some
differences in ranking are evident in the table, overall, principals and
teachers indicated similar preferences rega!-ding the relative allotment of
aide time to the seven tasks.
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Table 4.3

Actual and Preferred Activities of

Aides Ranked According to Time

Activity

Actual

Rank

Preferred

Principal Teacher Principal Teacher

Preparing
instructional
materials 1 1 1 1

Setting-up, cleani,
up 6 3 2

Assisting studerts 2 2 2 3

Supervis:ng students 4 4 5 5

Keeping records 3 5 4 6

Marking student

work 6 3 4

Planning for
instruction 7 7 7 7
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Preferences of Teachers with Aides and
Teachers without Aides

An analysis of the teacher responses was performed to determine if
the prt!ferences for time spent by aides on the s.aven activities was different
for teachers with aides and those without aides. Table 4.4 demonstrates
that both groups of teachers prefer that most aide time be spent on preparing
instructional mat.,!rials. A major difference between the two groups occurred
with their second choice. Teachers without aides gave second priority to
"Setting-up, cleaning-up" which was ranked 5.5 by teachers with aides. The
second choice of teachers with aides was "Supervising students".which was
ranked 5.5 !-,y teachers without aides. Both groups indicated that the least
amount of aide time should be spent on "Planning for instruction."

Table 4.4

Teacher Preferences for Aide Time
on Various Activities

Activity

Teachers
With
Aides

Rank

Teachers
Without
Aides

Preparing Instructional Materials
1

1

Setting-Up, Cleaning-Up 5.5 2

Assisting Students
3 4

Supervising Students 2 5.5

Keeping R cords 5.5 5.5

Marking Student WJik
Li 3

Plannirq for Instruction
7 7
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PREFERRED TYPES OF PERSONNEL

The survey asked respondents to rank the following six types of

personnel according to the order in which they would like to see them

added to the staff of their school: (a) Teacher interns; (b) Master

(leader) teachers; (c) Consultants/specialists; (d) Instructional aides;

(e) Supervisory a;des; and (f) Clerical aides.

The following analysis is based on the percentages of principals

ith aides and without aides and on the percentages of teachers with aides

and without aides who gave first priority to the various types of personnel.

The personnel category "Master (leader) teachers" received

the most first priority responses from principals without aides, with 42

percent of the principals choosing this type as their first priority.

"Consultants/specialists" and "Clerical aides" followed with 16 percent

first priority responses given to each. These were then followed by

"Instructional aides" with 14 percent, "Supervisory aides" with 8 percent

and "Teacher interns" with 7 percent.

As with the principals without aides, the type of personnel to

receive the most first priority responses by principals with aides was

"Master (leader) teachers" which received 42 percent. "Consultants/

specialists" and "Instructional aides" each received 17 percent. These

were followed by "Supervisory aides" with 11 percent, "Clerical aides"

with 9 percent and "Teacher interns" with 8 percent.

The type of personnel favoured by the greatest proportion of

teachers without aides was "Clerical aides" which received 26 percent of

first priority responses. "Master (leader) teachers" received 20 percent

of first choices and "Instructional aides" 17 percent. These were then

followed by "Consultants/specialists" with 14 percent, "Supervisory

aides" with 13 percent and "Teacher interns" with 11 percent.

The pattern of responses for teachers with aides was somewhat

different. Twenty-five percent gave first priority to "Instructional aides,"

23 percent to "Clerical aides" and 21 percent to "Consultants/specialists."

"Master (leader) teachers" received 13 percent and were followed by

"Supervisory aides" with 12 percent and "Teacher interns" with 7 percent.

Table 4.5 presents the six types of ,lersonnel rank ordered by

principals and teachers. It is clear there was little agreement between

the mean ranks of the two groups. Whereas principals gave top priority

to "Master (leader) teachers," teachers ranked "Clerical aides" as most

preferred. Principals and teachers both gave second preference to

"Instructional aides," however the third choice of teachers, "Supervisory

aides," was ranked as least preFerred by principals. Teacher_ clearly

indicated their preference for aides by ranking "Clerical-" "Instructional,"

and "Supervisory" aides first, second and third respectively. Principals

on the other hand, tended to prefer the addition of certificated personnel.

Teacher interns received relatively low rankings from both principals and

teachers.
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Table 4.5

Preferred Types of Personnel Ranked by
Principals and Teachers

Type of Personnel

Rank

TeachersPrincipals

Teacher Interns 4.5 5

Master Teachers
I 6

Consultant/Specialists
3 4

Instructional Aides 2 2

Supervisory Aides 6 3

Clerical Aides 4.5
1

An analys's was conducted to determine whether the preferences which
teachers had for the six types of personnel were dependent on whether or not
they had aides. Table 4.6 illustrates that the first pref.rers,.e of teachers
without aides was for "Clerical aides," whereas the first preference of
teachers with aides was for "Instructional aides." Both groups rreferred
aides over professional personnel.

Table 4.6

Preferred Types of Personnel Ranked by Teachers
With Aides and Without Aides

Types of Personnel

Ranking

Teachers
Without
Aides

Teachers
With
Aides

Teacher Interns
5 4

Master Teachers 6 r
)

Consultant/Specialis!.s 4 6

Instructional Aides
1 2

Supervisory Aides 3 3

clerical Aides 2
1
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ATTITUDES

This section repurts findings based on an assessment of the attitude

orientations of respondents toward 12 aspects of differentiated staffing

which were derived from the review of the literature.

A factor analysis of C.e responses to the 12 items rivealed that 10

items formed two independent 5-item dimensions which were labelled Profes-

sional Autonomy and Willingness. The two remaining items were labelled

Effectiveness and Link.

Respondents indicated their opinions by selecting a number from a

six-point scale anchored at the 1,w end by "Disagree" and at the hiqh end

by "Agree." Respondents who ued 1 and 2 on the scale were classified as

disagreeing with the item and respondents wo used 5 and 6 were classified

as agrecinq with it. Furthermore an analysis was made the middle group

to determine tendencies to disagree by choosing 3 and agree by choosing 4.

Professional Autonomy

The phrase Professional Autonomy refers to the ittitude orientation

which was found by factor analysis to consist of the following five qv stion-

naire items:

Professional school-based personnel (teachers and

administrators) should have more re5ponsibility ard
discretion in decisions relating to . . .

Curriculum;
Teaching Methods;
School Rules and Regulat'dns;
School Budgeting; and
School Staffing.

Respondents tended to indicate moderately strong agreement .4iLh the

Professional Autonomy dimension which measured their desire for greater school

autonomy in decisions. The dimension mean for all respondents was 4.81 on

the six-point scale.

The responses to each of the five items which formed the Profe,iona1

Autonomy dimension were examined to determine the proportion of respondents

who tended to disagree and the proportion who tended to agree with it.

The percentage of respondents agreeing with the items forming the

Professional Mtonomy dimension ranged from 63 percent to 74 percent. The

range for tho.,e disagreeing was from 3 to 6 percent. The range of responses

in the middle group was from 22 percent to 29 percent. Non-responses ranged

from 2 to 3 percent.
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In general the pattern of responses from principals and teachers was
similar. The largest difference in agreement between principals and teachers
occurred with the "School Staffing" item. Nine percent more principals than
teachers agreed with the item. The largest difference in disagreement was
only 2 percent.

Of the respondents in the middle category, from 8 percent to 11 per-
cent more indicated mild agreement than disagreement with each of the five
items. This pattern was similar for principals and tc- :r-rs for each of
the five items.

Willingness

The descriptor Willingness refers to the atttude orientation which
was found by factor analysis to consist Pf the following five questionnaire
items:

The quality of instruction in most schools could be
improved by utilizing different staffing patterns.

Alternative staffing patterns .hould provide a better
match beteen salaries and responsibilities.

I would participate in the implementation of alternative
staffing patterns.

There ihould be a wjiy to staff schools so that good teachers
can assist others in improving their teaching skills.

The assignment to non-certifi:ated personnel of non-instructional
tasks traditionally expected of teachers puld make better
use of scarce funds.

r:espondents tended to indicate mild agreement with the Willingness
dimension which measured their willingneis to participate in the implementa-
tion of alternative staffing patt=-2rns characterIzed by features pertinent
to differentiated staffing. The mean dimension response was 4.0 on the six
point scale.

Whereas the bulk of respondents tended to agree with the items
forming the Professional AitIonomy dimension and fe disagreed, the pattern
of responses to ite,ls Forming the Willingness dimension was markedly
different.

The percentage of ,Issondent agreeing with the Willingness dimen-
sion items rangeri from 33 rcent For the item regarding "a better match
between salaries and respo ibilities" to 66 percent for the item regarding
"a way to staff sc'lools so tiat gooc teachers car assist others in improving
their teaching skills." The ranqe For those disagreeing was rrom 6 percent
regarding good teachers assistinn otoers to 19 percent regarging a better
match between salarie5 and responsibilities. In the roup, the range
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was from 26 percent for the item regarding good teachers assistinc others,

to 45 percent for the item concerning improving the quality of instruction

by utilizing different staffing patterns. Non-responses ranged from 3 per-

cent to 6 percent.

The patterns of responses from principals and teachers were similar

for some and different for other items forming the Willingness dimension.

The largest difference between principals and teachers in agreement

occurred with the item concerning good teachers assisting others. Twelve

percent more principals agreed with the item than did teachers.

The largest difference in disagreement concerned the willingness

of respondents to parti-ipate in alternative staffing patterns. Eight per-

cent more teachers than principals indicated they were not willing to

participate.

Of the respondents in the middle category, from 5 percent to 15

percent more indicated mild agreement than disagreement with each of the

five items forming the Willingness dimension. This pattern was similar

for principals and teachers for each of the items except for the item

regarding a better match between salaries and responsibilities. Of the

principals :n the middle category, 12 percent more indicated mild agreement

for this item than mild disagreement, whereas 1 percent more of the teachers

in the middle category indicated mild disagreement tnan mild agreement.

Effectiveness

item:

The descriptor Effectiveness refers to the following questionnaire

The effectiveness of teachers could be improved by assigning

some of their present tasks to non-certificatd personnel.

Respondents terv'ed to Hiclicate moderately strong agreement with

the Effectiveness item which tapped their desire to differentiate the

teacher's role by utilizing non-certificated (paraprofessi -nal and/or

volunteer) personnel for certain tasks. 1-e mean response or this item

was 4.7 on the six-point scae.

Sixty-seven percent of thE re ndents agreed that the effective-

ness of teachers could be improved by assigning some of their present tasks

to non-certificated personnel, and 8 percent disagreed. Of the respondents

in the middle group, 10 percent more indicnted mild agreement than mild

disagreement with the item. Three percent did not respond. Principals

and te,nchers had similar response patterns.

Link

ihe descriptor Link refers to the following ques:i .anaire item:

Schools should have a better way of directly linking teacher

skills to instructional responsibilities.

8 8
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Respondents tended to indicate moderately strong agreement with
the Link item which tapped their desire to differentiate the teacher's
role -v improving the wa',' in which teacher skills are linked to instruc-

reon,i5ilities. The mean response to this item ..:as 4.6 ou t(le

six-point scale.

Sixty-three percent of the respondents agreed that schools should
have a bet;, way of directly linking teacher skills to instructional
responsibilities and 4 percent disagreed. Of the respondents in the middle
category, 16 percent more indicated mild aareement than mild disagreement.
Four p, -cent did nc respond. The response patterns for principa: and
teacher,- were similar.

An anal,,sis of the relative weight given to each of the twelve
attitude items b, principals and teachers revealed close agreement between
the two groups on all but two of the items. In general, both groups tended
to agree more strongly with the items concerning decisions which formed
the Professional Autonomy dimension and with the Effectiveness item, and
less strongly with the items making up.the Willingness dimension.
Principals, however, gave more weight to the item regarding good teachers
assisting others (rank = 2) and less weight to the :tem concerning
decisions regarding curriculum (rank = 8). Teachers on the other hand,
gave more weight o the curriculum item (rank = 3) and less weight to the
item concerning good teachers assisting others (rank = 8). Principals,
as might be expected, thus seemed more concerned with the utilization and
development of staff whereas teachers tended to be more concerned with
development of curricula.

ATTITUDES AND THE USE OF AIDES

Analyses wPre conducted to determine if principals and teachers
with a:des differed from those without aides in their attitude orientations
toward the foregoing features of differentiated staffina (see previous key-
words). The analyses revealed that there was no significant difference
(p .05) in attitude orientation when the respnses of principals with
aides 1.-.~e compared to those of principals without aides and responses of
teachers with aides were compared to those of teachers without aides.

PRESENT EXTENT oF COLLABORATION

IN PLANNING AND INSTRUCTION

Differentiated staffing as conceptualized and described in the
literature involves comparatively greater degrees of collaboration among
school personnel than traditional staffing patterns. In order to ascertain
the present extent of such collaboration in Alberta schools, te.'chers were
asked to respond to the fo!lowing two questions regarding the degree to
which they collaborated in (a) planning and in (b) instruction:
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-Teachers vary ir the extent to which they collaborate with

other teachers ar,' aides in planning for instruction. Please

circle the item number hich best describes your pattern of

p1enning For instruction.

1. Nearly all my pannine for instruction is done

independently.

A small part of my planning for instruction is done in

collaboration with others.

3. A substantial part of my planning for instruction is done

in collaboration with others.

,. Nearly all of my planning for instruction is done

collaboration with others.

Teachers vary in the extent to which they collaborate with

other teachers and aides in instruction. Please circle the

item number which best describes your pattern of instruction.

1. Nearly all of my instruction is done independently.

2. A small part of my instructing is done in collaboration

with others.

3. A substantial part of my instructing is done in

collaboration with other.

4. Nearly all of my instructing is in collaboration with

others.

Responses to the four-point scales of the two questions indicated

that these Alh -ta teachers collaborated with other teachers and aides to

only a small (..ree in planning for instruction. Forty-five percent of

respond(2nts indicated that nearly ail their planning was done independently

and a further 40 percent collaborated fur "a smaH part" of their planning.

In terms of collaboration in instruction, 73 percer.t did nearly all their

instruction independently and 22 percent collaborated with others for "a

small part" of their instructing. While 13 percent of the respondents

indicated that "a substantial part" or "nearly all" of their planning was

done in collaboration with others, only 3 percent actually collaborated

in instructing to the same extent.

It is hot 7urprising that when the responses of teachers with

aides were compared to those of teachers without aides, it was found that

the former group tended to collaborate more than their colleagues bath in

plann:ng cod io instruction.
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SUMMARY

r_rvey ionnre o ascertain present and prJerred s:_affinc
Hractices in schools and staff attitude orientations toward variouf, aspects
of differentiated staffing was administered to a sample of Alberta
principals, to principals nominated by superintendents, and to a sar,ple of
school staffs. In all, 255 princiis and 342 teachers replied to the
questionnaire.

In general, proportionately more principals used aides, used greater
numbers of aides, and employed them for longer periods of time during the
school day than did teachers. Principals also would like to use aides for
aporoximately twice the time preferred by teachers

Both principals and teachers irdicated that aides spent most of
their time "Preparing instructional materials" and "Assisting students,"
and regardless of whether or not they had previously used aides, both
principals and teachers felt that these two tasks should absorb most of
an aide's time. They also preferred that "Planning for instruction"
should be allocated least aide time.

Regardless of whether or not they used aides, approximately 60
percent of principals and 20 percent of teachers gave first preference to
the addition of a professional staffing category, either "Master (leader)
teachers" or "Consuitants/specialists," while almost 60 percent of teachers
and 40 percent of principals chose the addition of one of the paraprofes-
sional staffing categories of "Instructional," "Clerical" or "Supervisory
aides" as their first preference.

At least 63 percent of respondents agreed, and at most 6 percent
disagreed, with the attitude items related to greater in-school responsi-
bility and discretion in decisions on curriculum, teaching methods, school
rules and regulltions, school budgetina and school staffing.

There was less consistency in the responses for the attitude items
related to an acceptance of and willingness to participate ir the implementa-
tion of alternative staffing patterns. Sixty-six percent of respondents
agreed with the provision of avenues for collegial assistance within
schools. Approximately 40 percent saw the utilization of alternative
staffing patterns as improving the quality of instruction, or were willing
to participate in the implementation of such a staffing pattern. On the
two items related to finances, one-half of .he respondents felt that
assigning non-instructioi.al tasks to non-certificated personnel would
make cletter use of scarce funds but only one-third agred that alternative
staffing patterns should provide a better match between salaries and
responsibilities.

Over 60 percent of the respondents agreed that teacher effective-
ness could be improved by assgning some of their present tasks to noo-
certificated personnel and that schools should have a better way of linking
teacher skills and instructional responsibilities.
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At .urescnt, teacners coliaborate ith Jtiler teachers and aides

to any substantial extent in planning and in instructing.



CHAPTER 5

PROVINCIAL LEGISLATION,
POLICIES AND OPINIONS

A

Three provincial organizations, the Department of rjucation, the
Alberta Teachers' Association and the Alberta School Trustees Association,
are, by virtue of their legal mandates and the interests of thuir members,
concerned with current and future staffing practices in Alberta public
schools. This chapter considers the policies and dispositions of these
organizations towards aspects of differentiated staffing. The chapter is
divided into three major sections. The fir-- section reports written
policies of these organizations concernin,. 'ous aspects of school
staffing. The second section consider, , r of problems relatyd to
differentiated staffing practices in Alberta as perceived by senior staff
mer-bers in each of the three organizations. Some consideration is also
aiven in this (7hapter to present trends and possible future developments
as perceived by affic'al', of the three organizations. In the final major
section, an attempt is made to synthesize and 5. narize the information
presented.

CURRENT WRITTEN POLI ES

Policies reported in this section were extracted from The School
Act (1970) and Departmental Regulations ,-Plich are considered the major
relevant policy documents for the Departm_nt of Education, the 1975 Member's
Handbook of the Alberta Teachers Association, and the 1974 Handbook of the
Alberta School Trustees Association, both of which contain the official
policies of these organizations.



Dep,rtinent ol EcaHon Policy

sec: 27 of the confers the right

7 3 r H 7 m3,2 a.s H r.2lation to

education . . ., and Act of i90 sp,i-cifically recognizes tnis

771andate. :).:2.-rt or 1.:.'ducatio:. Act, as reiised by the Alberta

legislature in 1970, assigns the rtonsibilit\ for educational -atters to

the Minister 9f Education and provides in (-2,,:tion 3 for ". . . a department

of the public service of tne Province called the Departnient of Education,"

to administer any regulations the '-?ini,,ter may proclaim in accordance Wirk'

the 11)r-E, alloc3ted in Section 7 the -^ct. Section 7 states. in

tnat:

"Me flaV maLe regulaton,

03) concerning the certifiction of teacners and the cance:H3tion

or su-_.pension of certi' :ates,

(e) for the establishment, operation, administration and

nanagement of schools . .,

(i) governing tH establishment, administration, open,-,ion

management :nd control of early childhood servic programs,

(k) concerning the jertification ard special requirements of

teachers and the cancellation and suspension of certificates

of teachers who are involved in early childhood service

programs.

Such nculat ions are contailed either in The Sci.-c2 Act (1970) or

Regulations pa .2d as Orders in Cnurcil.

Sections of Phe School i.ctjoverninQ_the empl,-)yment of_ teachers and

other personnel. The Sections of this statute which concern the employment

by boards of teachers and persons other than teachers, excluding the Super-

intendent, Secretary-Treasurer, ald Auditor, are:

Teachers. 73. A board shall employ as a teacher only a pe:,,on who

holds a certificate of qualification as a teacher issued uncle- rile

Department of Education Act, 1970.

Persons other than teachers. 65fl)(b)(iii) A board shall appoint

such other employees as are required, and each appointment is subject

to such terms and conditions as Hle board prescribe , either generally

or affecting a particular appointment.

ations governing certification of teachers under The Department

of Education Act. These regulations are issued as Orders in Council, and

define teacher licensing policy as administered by the Departmdnt. In

addition to various degrees of qualification which may be attained by

completing courses in a Faculty of Education in the province or equivalent

courses elsewhere, these regulation- allow the Minister to issue Lett2rs of

Authority, valid f. up to ono Year.
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certificate

THe -ay i,::sue

2-i proessicha or tccnni:ui
q-1]fiez ' r teachers certi-:cates uncle-

a=,- to hin seem
cfec: of teacnen_-

Early childood erice toacbvrs qu icatns reuustic
,jProved a' OrJe7- in CouncL,

, J1 in c_,Hfl,...6c,ihc.: an early chiidhuot ser-ices program may_.

a, ear*: chilshood servi,:es teachers only those persons qualified
as e.:, 1. c-il.,Thood services te::chers in accLrdance oi h tHese regulations.

AS ah oari y cr.,I looci r./ices tea,_ r, a person shall

(a) an ;,lberta teaching certificate c- a letter of authority, and

(b) a special early childhood services diploma
. .

4. To be c.ligible for a special early childhood services diploma, the
holder of an ,:01perta teaching certificate or a letter o' -Athority shall
have completed five full university courses in early childhood speciali-
zation or accertable equivalents.

8. Notwithst-::Jing the other provisions of these regulations, the
Minister my ii speci.-il circumstances, issue interim perrilits to
teach in an apploycl early childhood sc7vices program.

Additional policies regarding ir;tructional as,istants and aides are con-
tained in the '_):,or::tional Plarl 'or Childood St.'rvict.,:7, (Government
of Albe.a, 1973:38h

FaT each group of 35 children or fraction ther-,f, there must 5e
a certii-ied tt.cher. holding an Alberta Teaching Crtificate with a
r-lajor in Early Childhogd Education. In addition to the certificaed
teacher, other specialized instructional assistants and aides, working
under the direction and supervision of the qualified teacher may be
required in order to provide a full L,,mplement of social, health and
educatior-1 services.

Tasks of teachers, assistants and aides are also identified in
this document (Government of Alberta, 1973:40):

Qualified teachers must provide over-all coordination and
trouble shooting f,t- the educational services and specifically for
(a) diagnosis (b) prescription (c) treatment (d) evaluation as they
relate to children in programs.

2. Instructional as , and/or vo.unte.--s may be used as 3
means of increasing the -ail effectivor ',2 total services
offered to children and 'heir parents.
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in i- l:he above , the Locument (Government of Alberta,

(573-351 ..nat staf=ing units be established according to the

-:1 H,c7
c.urrlicated teacher 1.0: an instructionz-1

n n :

t ion ur egui ent )

c37..) arid .-- Ou aije :5. 1: :s suggested triaL

cobina:ions o' these may :De us operator-, with at least one

staffing Ufli7 !Or every 22 children (If if in "disadvantaged" area),

subject to constraints tne Regulations and policies noted above.

This docunen Hrvrnn1ent o AlL,?rta. 1973719) also encoLrages the

the comru tv en rre grounds th3::

Progra:.s are more e11 tive 1-)c.n parents and tne local L:omminity

cticipate in the actual planninc and operation of all pha-,es of

L'SS program. Parent involvement and cooperation is partieuiarly

es ,ntial ir programs for disadvantageC children.

This Dbservation may be seen as prov;ding justification for tre ecourage-

mero ef volunteer and parent aide activities in the E.C.S. programs.

The rdberta Tchers Asriation Policy

Fs-abli.,hed by The TivIc::ing Profession Act of 11367. the Alberta

Teachers' i-kssociation is a represertativr organization for all employed

Albf,rta teache:s. Official policies are adopted by representatives of the

membe..snip a annual meetings.

Long-range policies. These statements are co..Isidered as providin-1

general direct1ons for association actio;-,. Policies concerned with staffing

tend towards providing a central role for the class:-oom teacher. Areas

consider,2d to constirute exci.Jsiv(- teachr!r
responsibility are detailed in,

iong-range policy sta',ement 1=4.2 (Alb;tn Teachers' Association. 1975:148)

as follows:

teachiu has certain such a'r.. (a) diagnc,sing learning

r1-2eds of studeny;, (j)) prccribing ,3ducatHrial programs For students

in accordance with th(ise needs, (c) i,71plementing educational programs,

(d) evaluating the results of the education:J procn.ss no part of which

any r_eacher car neglect or ethically del.gate to any teachers' aides.

Other ,.elevant long-range policy statements as contained in the

:.:ombc2rs i!andboo:: (Alberta Teachers' Association. 1975:14-i9) state that:

5.6 The function-, per-1-ormed by non-professionals in schools must

be determined and directed by teachr..rs.

5.9 The number an; type of teachers' aides in school should be

determined by teachers.

14.1 Th- purpose of teachers' aid,s it to cAa'7,1e teachers to extend

their prof,.:,sicnal service, thus tacilitating :le education program
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14.3 The placement of teachers' aides in a school must be at the
request of the teachers in the school.

14.4 Teachers' aides are responsible to teachers to whom they are
assigned for all actions relating to students.

14.5 Deployment and assignment of duties of teachers' aides is the
responsibility the teachers in the school.

14.6 The assignment of a teachers aide must have the approval of the
teacher to whom the aide :s assigned and such teacher shall determine
the aide's specific duties.

With the exception of long-range policies 5.6 and 5.9, all policies
quoted were adopted by the 1973 Annual Representative Assembly of the
Association. Policies 5.6 and 5.9 were adopted in 1970.

Current specific policies. Certain resolutions have been adopted
by various Annual Representative Assemblies in order to achieve the long-
range goals noted above. These are termed current specific policies and
are required to be reaffirmed at five year intervals, if they are to remain
part of association policy. Current specific policies relevant to the
staffing of schools as contained in the Members Handbook (Alberta:leachers'
Association, 1975:154-162) are:

2.A.8 BE IT RESOLVED, that the Alberta Teachers' Association negotiate
with the Government of the Province of Alberta for the right to issue
teaching certificates and to su3pend or cancel certificates on grounds
of incompetence or unprofessional conduct.

(1970/72)

2.A.15 BE IT RESOLVED, that theAlberta Teachers' Association advocate
that, should the Minister of Education be requested to renew letters of
authority, he do so only if the teacher has improved his teacher
education.

(1968/69/70/75)

2.A.16 BE IT RESOLVED, that the Alberta Teachers' Association attempt
to ensure that no person be permitted to commence teaching in a school
of this province supported by public funds until he has been granted an
Alberta teaching certificate.

(1967/68/69/74)

2.A.18 BE IT RESOLVED, that the Alberta Teachers' Association advocate
that only persons holding a valid teaching certificate be permitted to
serve as school librarians.

(1967/69/70/73)

5.A.1 BE IT RESOLVED, that the Alberta Teachers' Association advocate
that negotiations include all matters which affect the quality of the
educational system and the teacher's ability to provide a high level
of professional service. Without limiting the generality of the
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foregoing, collective agreements negotiated by the Association shall

make provision for--

11. Assistance to teacher= the form of teachers' aides.

(i970/73)

5.A.6 BE IT RESOLVED, that the Alberta Teachers' Association oppose

the implementation of a system of merit rating for salary purposes.

('970/75)

5.A.I8 BE IT RESOLVED, that the Alberta Teachers' Association defend

the right of a teacher to refuse to perform a non-professional task,

with the Association being the arbiter of what constitutes a profes-

sional task.
(1970/75)

5.A.23 BE IT RESOLVED, that the Alberta Teachers' Association advocate

that techers not be required to provide noon-hour supervision.

(1970/73)

10.A.2 BE IT RESOLVED, that the Alberta Teachers' Association advocate

the development of patterns of staff organization which will facilitate

increased participation by teachers in decision-.1aking with respect to

such items as curriculum development, school organization, school

district organization, staffing and school plant and facilities.

(1969/74)

10.A.16 BE IT RESOLVED, that the Alberta Teachers' Association advocate

that maximum classroom enrolment be no more than 20 students.

(1972/73/75)

14.A.1 BE IT RESOLVED, that the Alberta leachers' Association advocate

that teachers determine the number and type and function of teachers'

aides to be employed in schools.
(1970/75)

14.A.2 BE IT RESOLVED, that the Alberta Teachers' Association recognize

that non-certificated personnel may become involved in instructional

activities, as resource people provided that: (a) the person has a

relevant area of expertise, (b) the involvement is on a short-term

basis, (c) the activity is planned, organized, supervised and evaluated

by a certificated teacher.
(1967/70/73)

14.A.3 BE IT RESOLVED, that the Alberta Teachers' Association advocate

that--

(1) the term "teachers' aides" be used to designate non-certificated

personnel of all kinds who directiy assist individual teachers or

groups of teachers in achieving educational objectives;

(2) specific functions and duties of teachers' aides not be defined

by statute or departmental regulation;

9 8
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(3) assignment of a teachers' aide to a class is not a justification
for increasing or failLg to reduce class size.

(1971/73/75)

14.A.4 BE IT RESOLVED, that the Alberta Teachers' Association advocate
that auxiliary personnel in school libraries in Alberta perform only
such duties as are assigned to them by the teacher librarian.

(1973)

15.A.3 BE IT RESOLVED, that the Alberta Teachers' Association advocate
that all early -hildhood education programs, including those for three-
and four-year-olds be conducted under the charge of teachers with
adequate preparatiDn in early childhood education.

(1973)

15.A.5 BE IT RESOLVED, that the Alberta Teachers' Association urge the
implementation of quality standards for eariy childhood education
programs which would include the requirement that such programs employ
at least one teacher for each group of 20 children.

(1973)

Directives for action. In addition to long-range and current
specific policies, the annual assembly of the Alberta Teachers' Association
approves specific directives for action. These policies are reviewed each
year. The 1975 Members Handbook (Alberta Teachers' Association, 1975:62)
contains three directives for action that are concerned with staffing
matters:

14.B.1 BE IT RESOLVED, that the Alberta Teachers' Association take
action to ensure that teachers' aides do not: (a) diagnose education
needs of students, (b) prescribe remediation, (c) carry any instructional
responsibility, (d) evaluate the results of instruction.

(1973/74/75)

14.B.2 BE IT RESOLVED, that the Alberta Teachers' Association oppose
the employment of teachers' aides when such employment may effect a
reduction of certificated staff.

(1979/74175)

15.B.8 BE IT RESOLVED, that the Alberta Teachers' Association request
the Government of the Province of Alberta to provide that all teachers
employed under the publicly funded early 'Idhood services program
shall be active members of the Alberta Tea rs' Association.

(1974/75)

Position papers. The Alberta Teachers' Association has published
a number of position papers which are considered as providing ". . . explana-
tory material for the long-range policy statements and resolutions" (Alberta
Teachers' Association, 1975:142).

The position paper "Organization and Administration of Schools"
(Alberta Teachers' Association, 1975:173-174) indicates that the association
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recognizes a need for diversified school staffing.

With increasing demands for specialization and high quality service,

school organizations will have to make extensive provision for auxiliary

and paraprofessional services, giving attention to job specifications

of persons in schools. Differentiated responsibilities and improved

working conditions are essential if we are to use resources most

effectively in the schools of the future.

However, in a position paper specifically concerned with teacher

aides, a number of caveats as to the use of such personnel are clearly

articulated. Professional tasks are defined as the "diagnosis of students'

learning needs, brscription for those needs, implementing educational

program, and evaluation of student, program and self," and it is stated

unequivocally that "the teacher is not only totallu responsible for these

actvitiu, but also in large measure must execute them" (Alberta Teachers'

Association, 1975:187). The teacher aide position paper (Alberta Teachers'

Association, 1975:185-190) also identifies, from the perspective of the

association, the various historical and social forces impinging on the

deployment of paraprofessionals in schools, adopting the general stance

that while assistants in non-teaching roles are desirable, and in some

circumstances necessary, these roles should be defined by teachers.

The Alberta School Trustees Association Policy

This organization is the representative association of Alberta

School Boards. Member representatives advance and adopt po'icies at the

annual meeting of the association and all official policies are contained

in the association Handbook (Alberta School Trustees Association, 1974)

from which the following relevant statements are taken.

Staffing policies. The basic values which underlie association

policy on the staffing of schools are implied in Policy Statement 5.20

(Alberta School Trustees Association, 1974:26) which contends that the

association should:

Take the position that school boards must be able to employ such staff

as are needed under such conditions of employment as are necessary for

the achievement of their educational goals.

The association gives some support to differentiated staffing and

the use of non-certificated personnel in Policy Statements 9.04 and 9.041

(Alberta School Trustees Association, 1974:31) which direct that the

association shall:

9.04 Advocate that some instructional services (teaching-related

activities) may be provided by persons who hold v/arious kinds of

qualifications and that some of these persons may not be certified

teachers.

9.041 Support the concept of differentiated staffing in order that
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non-certificated personnel be allocated to work under the general
direction of the principal or other certified teacher so as to improve
and expand programs and services.

Letters of Authority. Policy Statement 9.20 (Alberta School
Trustees Association, 1974:32) supports the issuance of Letters of Authority
to qualified persons. This policy statement directs that the association
shall:

Urge the government to grant temporary authority to a person holding
a degree acceptable to the Minister, to instruct in his specialization,
but who has no formal teacher education, such authority to be granted
in those cases where a certified teacher could not be engaged.

Training in development and use of school aides. Support for the
training of teachers in the development and use of school aides is
contained in the following statement of policy adopted by the association
in 1975:

BE IT RESOLVED, that the Alberta School Trustees Association urge
member boards to adopt professional development policies and programs
that would provide training in the developmenc and use of school aides.

There would appear to be no specific policy presently adopted by
the Alberta School Trustees Association on the organization of schools to

accommodate differentiated staffing patterns, although Policy Statement
5.20 (Alberta School Trustees Association, 1974:26) states that:

. . . school boards must be able to employ such staff as are needed
under such conditions as are necessary for the achievement of their
educational goals.

PERCEPTIONS OF SENIOR STAFF OFFICERS

Group interviews were held with six officers of the Department of
Education, four officers of the Alberta School Trustees Association and two
officers of the Alberta Teachers' Association. In all cases the personnel
interviewed were senior staff officers of their organizations and the
interviews lasted from between an hour and a half and two hours. These
interviews focussed on the perceptions that these officers held of the
current stance of their organization towards differentiated staffing
practices in the province and their perceptions of likely trends and
desirable future developments. The interviews identified a number of
general areas of concern as perceived from the different perspectives of
each organization as well as a'number of specific contemporary problems.
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Differentiation of Professional Staff Roles

Staff officers of the Department of Education did not perceive

differentiation of professional staff roles to be an issue or a problem in

Alberta at this time.

The officers of the Alberta Teachers' Association (A.T.A.) indicated

that present policy would not prevent differentiation of professional

functions for certificated personnel. They perceived that differentiation

by salary would not be a concern providing additional salary is associated

with additional responsibility. However, it was pointed out that hier-

archical,arrangements implied in some models of differentiation are at

variance with the thoughts expressed in a position paper (Aiberta Teachers'

Association, 1975:179) dealing with the nature of the teaching profession:

The model of the bureaucratic employee working within a framework

of rules and specifications and in a hierarchical chain of command

does not fit the requirements for the provision of high quality

teaching in Alberta schools. Alberta teachers must lead in developing

a collegial model . . .

As previously noted, however, Current Specific Policy 5.A.6 of the

A.T.A. opposes the implementation of "merit rating for salary purposes."

Staff officers of the Alberta School Trustees Association (A.S.T.A.)

stated that their organization has no explicit policy on the differentiation

of role for professional staff. These officers indicated that A.S.T.A.

support for an increasing number of positions of responsibility has been

demonstrated in collective agreements, and that salary.allowances for

positions of responsibility and release time have been negotiated for a

variety of positions.

Use of Non-Certificated Personnel

The Department of Education officers interviewed stated that their

organization has not found it necessary to take a position related to the

use of non-certificated personnel in schools since the Alberta Teachers'

Association has utilized court action against several school boards on

this matter. The Department, it was reported, has available several

methods of varying degrees of formality for investigating alleged misuse

of aides should the need arise.

A.T.A. Current Specific Policy 14.A.2 recognizes that non-

certificated personnel may become involved in the instruction process.

However, the A.T.A. staff officers indicated some practices would clearly

fall outside association policy. For example, it was noted that it would

not b acceptable for a teacher to establish a practice of having an aide

t on a regular basis while the teacher was present largely for the

7crpc s of discipline and control. The A.T.A. position paper on teacher

'-s kAlberta Teachers' Association, 1975:18-19) elaborates:

102



89

Teachers cannot ethically neglect their responsibilities for
diagnosis, prescription, implementa-jon and evaluation . . . Failure
to recognize the continuance of teacher responsibility could be the
source of charges of unprofessional conduct against teachers.
[However] . . an aide might at times perform a demonstration role,
comment on slides, or talk to students about some topic in which the
aide has special knowledge. That is, the aide might at times take a
role in the instructional component of education. But the aide would
do so under the direction of the teacher in the same way al. a teacher
brings in a guest speaker from.the community. The aide would not
diagnose, prescribe or evaluate with regard to the students.

One staff officer provided the illustration of a paid aide with
high academic qualifications in biology providing classroom instruction
for one unit in an area of his expertise. It was stressed, however, that
the teacher must retain responsibility for the key task areas, as described
in the position paper.

The A.T.A. officers indicated that there may be difficulties in
operationalizing some association policies. A staff officer suggested two
interrelated reasons:

1. The teaching function has not been precisely defined; and

2. Teachers frequently perceive aides, not so much as a threat
to job security, but as a threat to job status--"teachers'
aides have threatened the mystique of the profession."

The staff officers interviewed further indicated that, in imple-
menting association policies, the A.T.A. would defend any teacher who
refused, on reasonable grounds, the services of an aide. Furthermore, the
A.T.A. would support the view that teachers should also be responsible
for evaluation of aides.

During the A.T.A. interview, it was noted that aides have tradi-
tionally been hired to supplement existing teaching staff, and that the
practice of replacing a teacher with one or more aides in schools in some
jurisdictions in Alberta may generate concerns which relate to policy
statements 10.A.16, 14.A.3, and Directive for Action 14.B.2 (Alberta
Teachers Association, 1975:160-162). Staff officers interviewed indicated
that concerns in these areas have been expressed on occasion during
collective bargaining with school boar6s.

The A.T.A. officers suggested that the present university training
programs for teachers could be augmented to provide instruction in the use
of aides. This proposal received support from both the Department of
Education and the A.S.T.A. officials. In particular, the Department
officers perceived that teachers require time to adjust to working closely
with other adults and that tearner preservice and inservice programs did
not appear to equip teachers v!ith skills for managing and supervising
subordinatcs and auxiliary
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Staff officers of the Alberta School Trustees Association stressed

that, to the best of their recollection, no differentiated staffing

practices in Alberta had been initiated by school trustees, and that

various staffing patterns have been adopted as a result of recommendations

from school system administrators which were made on the basis of perceived

educational need.

Department officers also stressed the extent to which local arrange-

ments between boards and teaching staff were cooperatively developed and

implemented, often providing modeis for others to copy or adopt.

Current Concerns

A number of specific concerns emerged as a result of group inter-

views.

Letters of Authority. A small increase in the annual number of

Letters of Authority was acknowledged by the Department of Education staff

officers. However, this increase is seen as being largely a result of

special circumstances associated with the development of new programs and

changes in regulations not related to concerns with regular classroom

staffing practices. Specific areas involved include:

I. Early Childhood Services;

2. changes in regulations concerning certification for persons who

met the academic qualifications but who are not Canadian

citizens or British subjects; and

3. the assumption of responsibility for several private schools

by school boards, some of which provided education for

handicapped children.

The A.S.T.A. officers also noted the increasing use of Letters of

Authority in recent years, especially to meet the needs of rural boards.

The perception of the officers interviewed was that the A.S.T.A. has

supported this trend, but perceives opposition coming from the A.T.A.

The A.S.T.A. officers also noted five additional specific concerns

relating to staffing practices that have appeared in recent years:

I. employment of band instructors who are not certificated teachers;

2. use of community personnel in the junior high school option

program;

3. problems experienced by rural boards in hiring certificated

instructors for industrial arts programs;

L. supervision provided in Work Experience Programs and Special

Projects; and
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5. use of non-certificated personnel for instruction in the French
and Cree languages.

The Department officers also identified some of these specific
topics as well as some additional concerns.

Band instructors. The Department, it was stated, has reiected
using Letters of Authority for band instructors. It was perceived that
the position taken by school boards that these persons are aides respon-
sible to the principal, especially if the school time-table shows the
principal's time assigned to this task as a period of instruction, is con-
sidered viable. However, it was suggested that definitive interpretation
can only result from a court decision.

Student volunteers. The staff officers of the Department per-
ceived that the Department of Education maintains firm cont-ols over the
course credit requirements for Work Experience Programs and Special Proiects.
The work performed by students must have an educational component and may
not consist of only routine clerical tasks of the kind carried out by some
teacher aides.

Special education. During "che interview with Department officers,
the Director of Special Education indicated a distinction often made in
his branch between therapy ard teaching. The former is frequently used to
describe work with a student on a one-to-one basis, whereas work on a
one-to-many basis is considered teaching. He indicated that proposals
for funding formal and required inclusion of teacher aides for special
education have been rejected. It was noted that school boards have the
discretion to employ aides as an addition to exiting staff.

Instruction in the French language. The Department officers inter-
viewed indicated that Section 150 of The School Act provides for persons
who may be non-certificated to provide instruction in the French language
under certain circumstances. This Section states:

150(3) Notwithstanding Section 73, a board, subject to the regulations
of the Minister, may employ one or more competent persons to give
instruction in French or any other language to all pupils whose parents
have signified a willingness that they should receive it.

The interviewed officers reported that a legal test has supported this
provision.

Other practices. Two long-standing programs which involve dis-
tinctive instructional practices were discussed during the interview with
Department officers. Course credit has been available for many years for
private instruction in music by persons who may not hold an Alberta
teacher's certificate. There has also been use of non-certificated personnel
to provide supervision for pupils under instruction by teachers of the
Correspondance School Branch. The officers interviewed were of the opinion
that the Department has taken the position that supervisors and pupils work
under the direction of certificated teachers. These officers were aware of
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no concerns having been expressed in respect to either of these practices.

Certification of aides. Little pressure was perceived by the

Departr,ent officers for formal proJ'incial certification of teacher aides.

This was partially attributed to the current absence of union organization

of aides. Request for a provincial certificate in addition to college

awards w3s acknowledge, especially from graduates of teacher aide programs

at Grant MacEwan and Red Deer Colleges. SeverAl merits of certification

were noted, especially from the point of view of employers who desire

credentials from job applicants. The view was expressed that provincial

certification may be accompanied by a stronger move toward unionization.

An inLerview with the legal counsel to the A.S.T.A. indicated that

school boards have been involved in negotiations on the issue of membership

for teacher aides in the Canadian Union of Public Employees. The position

taken by the A.S.T.A. in these negotiations has been one of opposition to

unionization.

The A.T.A. staff officers interviewed considered it unlikely that

teacher aidcs would be considered eligible for associate membership in

th'?ir organization, it being seen desirable for aides to organize their

(4n collective efforts.

Present Trends and Desirable Future Developments from the

Perspective of the Alberta Teachers' Association

The A.T.A. staff officers interviewed identified several trends in

the use of school staff in Alberta and speculated on likely outcomes.

Their views on desirable future developments were also offered. These

perceptions and opinions are set out below.

Use of paraprofessionals. The A.T.A. staff officers reported that

their organization is experiencing some pressure from members on the use of

teacher aides. Concerns that have been expressed by tel ephone calls from

me.ibers and communication from local associations irvoive perceived abuse

of A.T.A. policy and perceived threat.3 to job security. In many instances,

adult volunteers are the subject of concern.

In the opinion of these A.T.A. officers, there would appear to be

concern that increased use of aides in a time of financial constraint may

be seen by school boards as providing a solution for staffing.problems,

but may be seen by teachers as a threat, particularly at a time when there

is no shortage of teachers. For these reasons, it was considered that

expanded use of teacher aides should be considered only when the resources

of a school system would permit this. It was observed that the use of

funds for these purposes is low on the list of educational priorities, as

far as the A.T A. is concerned, and is likely to remain so in the forsee-

able future. ctaff officers agreed that any attempt at unilateral

implementatior of such practices in Alberta would fail.

106



93

Training and, certification of aides. The A.T.A. has participated
in decisions related to the course content of teacher aide programs at
Red peer College and Grant MacEwan College. Staff officers indi::ated that
the A.T.4,. had no desire to be prescriptive or to see standarization but
would endeavour to ensure that programs were consistent ith A.T.A. policy.

These officers were of the opinion that their organization wc)uld
be concerned if advanced standing in undergraduate education programs were
offered on the basis of courses completed in the proarams at the above
institutions. It was indicated that experience as a teacher aide should
not be perceived as a stepping stone to teaching.

The officers felt that the government should not be involved in
the certification of aides. The A.T.A. po,ition, consistent with policy
stated p-eviously, is that the teachers concerned should make the decisions
on the type and qualifications of aides to be employed in the classroom.

Specification of duties. Current Specific Policy l4.A.3(2) indice,tes
that the A.T.A. does not advocate the specification of duties and functions
of teacher aides by statute or Departmental regulation. Staff officers
suggested that the development of career patterns for aides may contribute
to a change in this position. Such patterns may lead to pressures for
expalded roles for aides which would necessitate a more careful delineation
of duties.

Unionization of aides. The officers interviewed reported that
several specialist councils of the A.T.A. have provided inservice programs
for teacher aides. However, given the present nature of the A.T.A., it is

considered unlikely that teacher aides would ever be considered eligible
for associate membership.

Dijferentiation of professional staff. No major trends toward
increased differentiation of professional staff roles were perceived by
the A.T.A. officers interviewed, despite several inhnvative staffing
practices in specific schools ,ch as Bishop Carroll ;n Calgary. Financial
constraints were seen as a limiting factor in the provincial context.
Designation of positions such as "master teacher" in Alberta jurisdictions
was not considered likely.

Trer.ds Perceiv.Fttd by Alberta School Trustees
Association Officers

A.S.T.A. staff ofFicers observed that trends in differentiated
staffing in Alberta were more a product of the adoption by a school or
school jurisdiction of a particular kind of school organization, method of
instruction or philosophy, rather than an attempt to establish a staffing
pattern for its own sake. Similarly, the officers were of the opinion
that some of the problems which have been experienced arise not only
because of difficulties associated with the definition of teaching as
previously mentionea, but also as a resu't of departure from the traditional
c!assroom unit in an increasing number of instances. As an example, the
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pupil-teacher ratio was cited a,.; having quite different crinotations for

large-scale team-teachina projects than for traditional classreo.-,1 organiza-

t;on. Staff officers perceived that conflict over pupil-teacher ratios

may be the source of problems in future.

Decentralized school bud9etirig. Participants in the A.S.T.A. inter-

view noted that differentiated staffing practices have been associated in

some jurisdictions with the introduction of a system of school-based

budgeting. Two examples wern given: Lethbridge Public School District

and Calgary Roman Catholic Separate School District. These two jursidictions

were described as having adopted a budget policy which permits the school

to make a decision to exchange a teacher for a specified number of teacher

aides. The A.T.A. staff officers suggested that while the implementation

of such a policy may be consistent with A.T.A. policy regarding school-

based decisions on the employment of aides, the possibility ex'sts of con-

flict with other A.T.A. Policy which opposes the employment of aides if

this may effect a reduction of certificated staff. A.S.Y.A. staff officers

noted that the Lethbridge School District is currently reassessing the

practice of decentralized budgeting.

A second budget practice was also considered as being related to

differentiation of professional roles. Red Deer Public School District

was used as an example, for, as part of its decentralized school budgeting

program, this jurisdiction provides schools with a lump-sum "responsibilities

allowance" to be distributed at the discretion of the school.

Future Developments as Perceived A.S.T.A. Officers

The A.S.T.A. staff officers interviewed considered that:

1. A definition of teaching will probably be given by the courts.

While this development is not seen by the A.S.T.A. officers as desirable

from the perspective of their association, it is seen as being probably

the only possible way of treating the problem.

2. The present incremental approach to the :doption of different

staffing practices will probably be maintained. This was seen by the

A.S.T.A. officers as desirable from the viewpoint of their organization.

3. Alberta trustees will probably respond favourably to initiatives

which propos.3 different patterns of staffing. It was also considered

likely that rigid insistence on the requirements of teacher certification

for all teaching-relate activities will probably not meet with trustee

support. These observations were based on the belief that trustees

generally have a hig'h regard for the judgement of professional educators

and for the contribution that a wide range of personnel can make to

iostruction.

4. Certification of teacher aides would not be desirable from the

perspective of the A.S.T.A. The view was expressed that certification may

add to the costs of education.
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5. Professional development progcams should be established to
foster the skills and attitudes necessary to manage the changes associated
with the adoption of different patterns of staffing.

Trends and Future Developments as Percei\
by Department of Education Officers

Three general areas of concer
which different staffing practices welt.:
by the staff officers interviewed.

luence the rate at
, Alberta were identified

I. The protective stance of the A.T.A. One aspect which appears
critical to the interests of teachers from the perspective of the Department
of Education officers interviewed, is the teacher-pupil ratio. It was
noted that this concept has changed with the trend away from the conven-
tional classroom instructional unit. The view W3S expressed that teachers'
suppert for increased uses of Cdes would have to be preceded by the
establishment of an acceptable professional teacher-pupil ratio.

The possibility was also raised that the views of individual
members of the A.T.A. may at times be at variance with the official stance
of the association. Thi: difference may exist, for example, when the A.T.A.
initiates investigative action in respect to a non-certificated person who
is percr.tived locally to be meeting a critical need.

2. Financial constraints. Staff officers of the Department of
Education suggested that 1 boards will limit the extent to which
teacher aides can be hired tu complement existing staff. One staff officer
expressed the view that there may be board interest in staffing practices
which involve the hiring of aides as an alternative to hiring teachers
because of the opportunity provided to keep costs down. The availability
of funds from programs such as the Educational Opportunities Fund (EOF)
was seen by officers interviewed as continuing to have an impact on the
hiring of aides by making additional funds available for improvement of
classroom instruction.

3. The nature and extent of further development. Staff officers
anticipated that further developments would be incremental in nature,
largely as a result of the factors identified above. Support was given
to the view that board actions in respect to different staffing practices
are generally a response to the recommendations and initiatives of
professional educators. No major program or thrust on a provincial scale
by the Department of Education was anticipated in the near future.

QUESTIONNAIRE RESPONSES

The staff officers of the Department of Education, the A.T.A.
and the A.S.T.A. who participated in the interviews were requested to
complete a short questionnaire in order to obtain their perceptions of
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the prevailing attitudes of the members of their organizations toward a

number of statements. Returns were obtained from the two A.T.A. officers,

the three A.S.T.A. officers, and five of the six Department officers.

Information from the A.T.A. returns is not provided in this section due to

the difficulty of generalizing from two returns, and due to the fact that

the A.T.A. has a well developed body of policies that provide a good indica-

tion of the association position on the questions asked.

I. Both Department and A.S.T.A iespc

the members of their organizations wow f

I agreed that

i. the quaiity of instruction of most scrit,ols could be

improved by utilizing different staffirg patterns;

ii. alternative staffing patterns should provide a better

match between salaries and responsibilities; and

iii. the assignment of non-certified personnel of non-

instructional tasks traditionally expected of teachers

would make better use of scarce funds.

2. Department and A.S.T.A. respondents also indicated that the

members of their organzations would participate in the implementation of

alternate staffing oAtterns.

3. The A.S.T.A. respondents indicated that their members would

generally agree, And the Department respondents indicated that their

members would strongly agree that:

i. there should be a way to staff school- so that good

teachers can assist others in improving their teaching

skills;

ii. schools should have a better way of directly linking

teacher skills to instructional responsibilities; and

iii. the effectiveness of teachers could be improved by

assigning some of their present tasks to non-certificated

personnel.

4. In response to a number of questions asking for the staff

officers' perceptions of the attitudes of the members of their organizations

towards increased responsibility and discretion for teachers and adminis-

trators in several decision-making areas, Department and A.S.T.A.

respondents provided the following replies:

I. Two of the three A.S.T.A. officers indicated strong

support to the view that these personnel should have

more responsibility and discretion in decisions related

to curriculum, teaching methods, school rules and

regulations, and school budgeting. Only one A.S.T.A.

officer indicated strong support for more school-based

110



97

responsibility and discretion for school staffing.

ii. Department respondents indicated moderate support to
the view that teachers and administrators should have
more discretion and responsibility for curriculum,
teaching methods school rules and regulations, school
budgeting and school staffing decisions.

It is noteworthy in this connection that current Specific Policy
10.A.2 of the A.T.A. advocates velopment of staff organization which
will "facilitate increased par' by teachers in decision-making
with respect to such items development, school organization,
school district organizatio ihd school plant and facilities."

5. Respondents were also dked which of six different types of
specialized staff they believed members of their organizations would like
to see added to the complement of educational personnel in the province.

There was a unanimous response from the A.S.T.A.
officials that members of thelr organization would most
prefer the addition of teacher interns and would least
prefer the addition of master teachers. Support for the
other alternatives was equally divided.

ii.. Responses from the Department officers indicated that
the addition of teacher interns would be preferred more
strongly by members of the Department, while master
teachers and more clerical aides would be preferred
least. Preferences for the other categories were unclear.

6. In response to a question which asked for the activities of
preparing instructional materials, setting up/cleaning up, and planning
for instruction, to be ranked according to the amount of time paid,
volunteer and student aides should spend on these activities, these
reactions were given:

i. The Department officers generally indicated that they
believed members of their organization would prefer the
most time to be spent assisting and supervising students,
while least or no time at all should be devoted to
planning for instruction.

ii. One Department official saw as top priority for volunteer
and student aides the task of listening and reading to
students.
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GENERAL OBSERVATIONS

The information vresented in this chapter tends to indicate that

the three major provincial organizations have adopted an essentially

conservative attitude towards differentiated staffing practices and would

tend to favor an incremental approach to future policy development in this

area. While on one hand none of the three organizations appear to be

opposed to the development of differentiated staffino, none appear anxious

to actively promote this practice. All three organizations appear to agree

there should be no major mov, rit the provincial level to def if the duties

of, develop a schen I
,urage the unioni7n1; >f n ,professionals.

While the A.T.A )1) that paraprofcss ,ployment and

use should be ,,,JL
p rceptions or 0 the A.S.T.A.

advocates that school boards should be alloweu to exercise their pre-

rogatives for staffing and the Department appears content to administer

existing legislation and monitor developments. This apparent desire to

maintain the status quo, from the perspectives of the three organizations,

is entirely consistent with their mandated and expected roles, and has

created a favourable climate in which local schools and school boards could

develop, and to some degree experiment with, innovative staffing practices

as they perceived these to be necessary and feasible.

Nevertheless, three areas of potential concern can be identified:

(1) the growing need for a clear understanding of what constitutes

"teaching," (2) the potential impact of organized labor, and (3) the

diversity of local needs. Although these three general concerns are inter-

related in many ways, they will be discussed in turn.

Teaching and Non-Teaching

From a provincial viewpoint there would appear to be only two

categories of staff employed in Alberta schools: teachers and non-teachers.

Presently the distinction between the two classes is essentially pragmatic--

teachers being certified according to a provihcial standard, and non-teachers

not. Certification provides the only universally accepted definition of a

teacher in Alberta.

Presently there are only minor differences between the types of

teaching certificates issued in Alberta. Thus, there does not appear to

exist substantial grounds for differentiation of teaching duties on the

basis of certificates issued. However, Letters of Authority and Interim

Certificates may provide some basis for the future development of a

designation or designations somewhat equivalent to "Intern Teacher"--a

category of school staff which Department and A.S.T.A. officials perceived

as a possible useful addition to the teaching complement in Alberta. in

passing it may be noted that A.S.T.A. and Department support for the

issuance of Letters of Authority to meet extraordinary needs indicates

the continuing usefulness of this mechanism.
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Excluding necessary maintenance and support staff, the non-teacher
personnel in Alberta are generally subsumed under the title of paraprofes-
sionals. While a number ofparaprofessionals certainly ar involved in
classroom activities, the policies of the A.T.A. and the s:atutes
administrated by the Department prohibit the use of these employees in a
teaching role. However, from the provincial viewpoint there is confusion
as to what constitutes teaching activity. Some definitions of teaching
are available. The A.T.A. policies quoted that define the responsibilities
of teachers and the behaviors given for E.C.S. teachers as quoted from the
Operational Plans for Early Childhocd Services, provide examples.
Nevertheless, these definitions are limited to particular organizations or
documents and no evidence was found of a collective move at the provincial
level to establish a consensus defHition. The general indication would
appear to be that this task ,:11 to the courts. The DepF4rtment
officers interviewed indica their organizat' - -,re of the
difficulty of establishing an appropriate definition of teaching at the
time The School Act was revised out was disinclined to include such a
definition, thus, it was stated, leaving matters of interpretation to the
courts should the need arise. It would appear quite likely that the need
will ari- in the near future as Section 168 of The School Act provides
for legal penalties upon conviction of non-certificated persons who teach
and for boards who knowingly employ non-teachers in a teaching role.
Given confusion at the local level as to what constitutes teaching and the
unilateral definition available to teachers in A.T.A. policy, Section 168
may be invoked to gain a legal definition of teaching.

The uncertainty encountered in distinguishing between teaching and
non-teaching activities is compounded by the c^nfusion over employee-
student ratios and job designations. Local and partisan definition and
use of such terms as teacher-pupil ratio, adult-pupil ratio, professional-
pupil ratio and' teacher aide, teachers' aide, classroom aide, instructional
aide and others do not foster clarity.

In these areas of uncertainty the substantial body of policy
statements articulated by the A.T.A. in the protection of member interests
may well, in lieu of other well established policies, form one of the bases
for future court decisions. However, the tendency towards contradiction
evident in several of these policies may militate against such a development.

Unionization

There would appear to be little prospect of paraprofessionals
being accorded status in the A.T.A. although this organization may welcome
the unionization of these personnel by some other agency. Given the
absence of a provincial organization singularly concerned with the needs
of paraprofessionals, the task of unionization will probably fall to the
Canadian Union of Public Employees (CUPE) and/or possibly the Civil
Service Association of Alberta.

Unionization of aides, even on a local basis, will probably lead
to a number of clearly articulated job descriptions--which will probably
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provide an additional perspective on the definition of teaching--and intro-

duce some codification to the available role designations and almost

certainly increase the cost of paraprofessionals. Similarly, an additional

stimulus for the development of certification standards for paraprofessionals

may be provided as part of the overall rationalization of the employment

and deployment of paraprofessionals provided by unionization. Probable

net effects will be to (1) complicate local board negotiations and adminis-

tration, (2) effect a possible reduction of non-teachers employed and

(3) introduce a provincial organization to the educational field whose

prime mandate may not be to further or enhance the quality of education in

Alberta. It is also possible the unionization will prevent, or at least

limit, the use of volunteer aides, a category of paraprofessional that is

to some degree encouraged in Early Childhood Services programs, but which

would appear to be providing some of the current concern of teachers

regarding the use of paraprofessionals. Not unexpectedly, the A.S.T.A.

appears to be opposed to the unionization of paraprofessionals. However,

giver the provision of he Alberta Labour Act and the demonstrated aggres-

siveness of both CUPE and CSA, unionization of paraprofessionals will

probably escalate.

Local Needs

The question was raised by Department officials as to whether the

policies of the A.T.A. can consistently be in accord with the needs of

local teachers. While this may be a moot point the provisions of the

Teaching Profession Act accord disciplinary powers to the A.T.A. which can

be used to maintain member solidarity. Furthermore, the A.T.A. executive

supervises local association and member representation to the government,

thus facilitating solidarity of representation. ':owever, a major concern

is evident in the relationship of all three organizations to local boards,

schools and communities. While these three provincial level organizations

are w(-11 equipped to respond to local needs, those needs may develop along

diverging lines, and may eventually present conflicting values, needs and

demansis. In essence, there would appear to be a major question as to

whether the basically conservative attitude presently displayed by the

provincial organizations can be maintained if local developments become

increasingly innovative and diverse.
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CHAPTER 6

013E'PRV3NS ND
INTERVIEWS IN TEN

SELECTED SCHOOLS

In order to obtain information about staffing practices used in
schools in Alberta, the original research design specified that ten schools
having a high degree of "differentiated staffing" would be described in
detail. However, the superintendents' returns showed that the "pure type
of differentiated staffing" discussed in the literature, which involves
master teachers and considerable differentiation by function, did not exist
in Alberta. Consequently, agreement was reached with the Technical
Committee that ten schools using staffing practices which were considerably
different from those commonly employed could be examined and described.
This examination and description was to focus upon these different aspects
of the utilization of employed and/or volunteer staff. In addition,
opinions of staff were to be sought concerning their preferred staffing
practices.

DATA COLLECTION

Pilot Study

A detailed examination was made of Westbrook Elementary School
(Edmonton Public School District) to provide information about (1) which
data should and could be collected and (2) the best me,lhods by which these
data could be obtained. Based partly upon this experience and partly upon
information presented by L. Johnson and R. W. Faunce in "Teacher Aides:
A Developing Role" (Elementary School Journal, December, 1973, pp. 136-144),
certain general interview schedules and questionnaires were developed for
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use with the following groups:

(1) principals;

(2) other educators;

(3) paid paraprofessional staff;
(4) adult volnnteers; and
(5) student volunteers.

The researchers in each school were expected to modify thi p

as they saw fit for the particular conditi,)nc, t er ui re order

i. ,.)eHL on various activities, or the extent

to whiLli , e of 6 new staffing practice had altered time previously spent

on these activities, the terms "Considerable," "Some," "Little" and "None"

were commonly used in preference to percentages.

Main Study

The ten schools were selected after detailed information had been

received about staffing practices in nineteen schools. This information

was provided frcn the superintendents' questionnaires, and from telephone

and tace-to-face conversations with superintendents, other central office

staff, principals and other educators havin9 knowledge about particular

schools. An attempt was made to achieve some balance in selection of

schools among (1) urban and rural, (2) grade level, (3) type of jurisdiction,

and (4) type of school. The following were selected:

K Grade 8

K Grade 6

Grades 7-9

Calling Lake, Northland School Division

Sir Alexander Mackenzie, St. Albert Protestant

School District

Thorncliffe, Edmonton Public School District

Westbrook, Edmonton Public School District

Bishop Kidd, Caloary Roman Catholic Separate

School District

Grades 10-12 M. E. LaZerte, Edmonton Public School District

Winston Churchill, Lethbridge Public School

District

St. Mary's, Calgary Roman Catholic Separate
School District

Grades 1-12 Strathcona-Tweedsmuir Private School

Special School The Activity Centre, Edmonton

These schools were selected mainly because they had the following

staffing and program characteristics in varyino degrees:

K Grade 12
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(1) Bishop Kidd (Grade 7-9) paid teacher aides and student aides;
organization of professional and paraprofessional staff into three learning-
area teams; individualized and small-group instruction; tea0,0:--advisor-,,

(2) Calling Lake (K-Grade 8) In In teaching a -1 h

aides; kindergarten teachim as

L. LiLci Lc LGrade 10-12) governance of school by an
,mciliu, representative school council and committees; community orientation;
flexibility in use of teaching teams and learning areas,

(4) Sir Alexander Mackenzie (K-Grade 6) -- school aides; parent
volunteers; cross-age tutoring.

(5) The Activity Centre low ratio of adults to children, and
a high ratio of support staff to teachers.

(6) c:t. Mary's (K-Grade 12) -- three "schools"-in-one; depart-
mentalized staff; teacher advisors; communitrientation; specialist
services; teacher aides; cross-age tutoring; volunteer aides; police
resource officer.

(7) Strathcona-Tweedsmuir private school; teacher-advisors;
academic orientation; career advancement within school and merit factor
in staff salaries; cross-age tutoring; use of external specialists; extra-
curricular activities; parental involvement.

(8) Thorncliffe (K-Grade 6) -- kindergarten aides; teacher aides;
parent volunteers; research projects:

(9) Westbrook (K-Grade 6) kindergarten aide; teacher aide;
full-time librarian; parent volunteers.

(10) Winston Churchill (Grade 10-12) -- individualized and small-
group instruction; teacher-advisors; learning centres; teacher aides;
employed student aides.

Permission to gather information and to interview teachers was
obtained from the prircipals and where appropriate also from the superin-
tendent's office. For The Activity Centre, permission was obtained from
the supervisor and chairman of the governing body. In every case,
excellent cooperation was obtained. Staff and research assistants spent
varying amounts of time in each school in conducting interviews, collecting
school data and observing activities. This in-school period was usually at
least six person-days. In order to minimize interference with normal
school routine, a good deal of information was often obtained in advance
through the mail and from questionnaires completed by staff during their
own time.

From these data individual descriptions of practices in the ten
schools were written. These descriptions, which follow, have been verified
by the principal of each school and approved by the superintendents.
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'TY CENTRE

(A school lor handicapped children)

The Settin_9

The geographical location of The Activity Centre in the downtown

area of Edmonton enhances its ability to serve the needs of potential

clients within the corporate limits. To be eligible for the centre,

children must be developmentally handicapped and/or physically handicapped

and not possess the necessary skills (e.g. toilet training) required for

admission to other institutions such as the Robin Hood School or the

Winnifred Stewart School.

The main floor of the building is occupied by the Alberta

Association for the Hearing Handicapped, with The Activity Centre being

on the lower level. The floor plan (Figure 6.1) indicates the utiliza-
tion of the available space which amounts to approximately 2,000 square
feet. Figure 6.1 also illustrates the area outside the building that

is available for outdoor activities.

Description of Staffing Practices

Licensed for 25 exceptional children between the ages of three

and sixteen years, the school operates on a year-round basis from 9:00 a.m.

to 4:00 p.m. The hours of the children's attendance at the school are
governed by the handibus, so the school day is from 10:00 a.m. to 2:30 p.m.

The regular school year is observed and two instructional personnel from

the Edmonton Public School District are deployed at the school from

September to the end of June. A summer program (July-August) offers

a daily activity and parent relief program for those dependent handi-

capped children who by the nature of the complexity of their handicap

are excluded from other recreational summer programs.

The Alberta Association for the Dependent Handicapped (AADH

brochure) has defined the dependent handicapped as the following:

Those who are mentally and/or physically handicapped to s'uch

a degree that they are likely to be dependent, in a large part,

on others for the rest of their lives for all basic living help.

The reasons for dependency include:

Brain damage, cerebral palsy, epilepsy, blindness, deafness,
lack of ability to walk or move, lack of language or very limited

communication skills, mental retardation and for some, multiple

combinations of these and other handicaps . . . all are character-

ized as "functionally retarded."
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Children who would otherwise qualify for admission but who
require extensive medical attention on a day-to-day basis can be placed
in a residential centre where such attention is available to them.
However, immediate placement is not likely as accommodation is limitec4

and the waiting list has qine names.

At present, the s'.:.hool is operating at maximum capacity with
25 children aged 1-16 years. Seventeen of the zhilgren are seven years
of age or younger, while eight are eight years of Gge or older. The
average age is seven years. Of the children currently enrolled, 13
are male and ;2 are female. Many of the children are multi-handicapped,
with only ten being independently mobile.

Paid personnel. The paid staff of the school consists of fiv',1
professionals and eleven paraprofessionals. The professional staff
consist of one full-time supervisor, two full-time teachers, one part-
time nurse and one part-time physiotherapist. Eight full-time and two
part-time child-care workers together with a part-time secretary make
up the paraprofessional staff. All paid employees at the school are
female.

Funding from more than one agency has resulted in an organizational
structure which is necessarily more complex than that of institutions
which obtain their funding from a single source. (See Figure 6.2.)

The two teachers who are responsible for the educational
program at the school are accountabie not to the Supervisor of the school
but to the Principal of the Edmonton Public School Districts' organization
which caters for the needs of exceptional children. The Supervisor,
whose jurisdiction covers all other staff at the school, is accountable
for all aspects of the program other than the educational component to
the Management Committee of the AADH. The Association, in turn, is

accountable to both the Department of Social Services and Community
Health and the Department of Education.

In this setting, where the clients' handicaps may include mental
retardation, brain damage, physical handicaps, epilepsy, autism, and
visual and hearing impairments, the concern of the educatiora program
is with the acquisitiGn of very basic skills. Each child's individualized
program emphasizes five areas of development: cognition, self-help,
language, socialization and motor skills. Thus the program includes the
development of non-verbal communication (e.g. eye contact, attention
span) as well as the self-help skills of eating, dressing and personal
hygiene.

The school day is divided into work modules which vary in
length from 15-35 minutes with one hour for lunch. In addition to the
fact that much of the program is dependent upon individualized instruc-
tion on a one-to-one basis, the physical needs of these exceptional
children are such as to require constant supervision and attention.
The implemenIation of the program places a heavy reliance on the coopera-
tion of the child-care workers. In general, child-care workers have no
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formal training either in education or mental retardation. Child-care
workers receive their training at the centre with new personnel learning
"on the job."

Volunteer personnel. The school makes use of a variety of
volunteer help. Two university students ft-L..71 the Department of

Rehabilitation Medicine, University of Alberta, assist at the school
for two half-days a week for a semester as plrt of their practicum
experience. Another university student in the Department of Psychology
is currently involved with a bio-feedback experiment with one child.
Twice a week, for half-hour periods at lunch-time, four Grade 6 students
from a regular school visit on a rotating basis. These visits are of
mutual benefit to both groups of students.

Volunteer involvement of parents has declined as more para-
professionals have been added to the school's staff. The original
request in January, 1973, for parents to volunteer one day a month to
the clinic has now decreased to one day every two months. Clearly, such
volunteer activity is not possible for all parents however willing they
are to be involved, as some are working mothers and some s'ngle parent
homes are involved. Fifteen parent volunteers are presently assisting
at the school. For various reasons, this number of volunteers can
fluctuate quite widely over a relatively short period of time. In

addition to parent activities, all parents are strongly urged to visit
the school once a month to observe the progress of their children.

A staff member from the Department of Psychology, University of
Alberta, donates his services and acts as a consultant to the educational
program.

Antecedents of Present Staffing Practices

Short-term programs, introduced in the summers of 1971 and 1972,
were funded by a combination of federal (Opportunities for Youth) and
provincial (Priority Employment Program) grants. The facilities of
another school, located across the street, were utilized for these pro-
jects. The summer program not only demonstrated the benefits which
accrued to the dependent handicapped and their immediate families from
such programs, but confirmed the widely-perceived need for continuing
programs on a year-rc, ld basis. In response to demonstrated need, the
school began operat m in January, 1973, with funding being supplied
through the Deparme.nt of Education and the Department of Social Services
and Community Health. The enrollment in January, 1973, was seven
children.

Facilities. The building was rented by the Special Education
Branch of the Department of Education on behalf of the AADH. Built in
the early 1950's, it originally housed a parish school which operated
as a private school.
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Since the school was not originally designed for handicapped,
non-mobile children, renovations were necessary. Not all the renovations
reached the standards of the current building codes (e.g. the ramp for
wheelchairs is shorter than the recommended length) but in the absence
of available alternative accommodation, the Homes and Institutions
Licensing Branch, the City Health Inspector and the Fire Department agreed
to permit the operation of the school in these facilities.

Funding. The joint departmental funding arrangements of the
Department of Education and the Department of Social Services and Community
Health was one of the first of its kind in Alberta. It allowed that an
ins'itution operating as a school was not completely under the auspices
of the Department of Education. The number of support staff required
in caring for exceptional children necessitated the complementary grants
from the Department of Social Services and Community Health because the
Department of Education did not provide sufficient funding.

Other sources of funding for the operation of the school are
donations from the general public and members of the AADH and from
minimal fees from parents whose children attend the school. Parents must
belong to the AADH for which the annual fee is $3.00. In addition they
are required to pay a $10.00 registration fee per school term and $5.00
for the summer program (July-August). Inability to pay on the part of
the parents would not preclude their children's attendance, but cases
of non-payment are rare.

Program. Before the school opened in January, 1973, an informal
appeal was made to both city school boards to provide educational
services for the children. At that time, neither board felt that such
an undertaking was feasible. The AADH therefore felt that there was no
alternative but to establish the school and operate the program.

During the school's initial period of cperatioo, the role of
supervisor was combined with that of educator and the educational com-
ponent uas emphasized. The first supervisor was a certificated Alberta
teacher with an M.Ed. in Elementary Education, but this supervisor was
unable to extend her ori9inal contact of three months. Although the
second supervisor did r,.:)t ;,old an Alberta teaching certificate, she did
have formal teacher rDinincl and some experience with exceptional
children.

Influences upon Present Staffing Practices

After the school had been in operation for approximately one
year, the AADH formally approached both Edmonton school boards requesting
provision of educational services. An agreement was reached with the
Edmonton Public School Board in time for the 974-75 school year when
the school received the services of two certificated teachers employed
by that board. From September 1974 onwards, the school continued to
operate as a private organization in partnership with the Edmonton Public
School Board.
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Toese resulting changes in organizational structure were not
received favorably by the child-care workers who had been at the school

since its inceptiOn and who viewed the teachers as intruders who did

not "understand" the needs of exceptional children. Both teachers

at the school agreed that the period of adjustment for themselves and

the child-care workers was a lengthy one.

The teachers, without the benefits of an orientation program,
were placed in a situation where they were obliged to define their own

instructional role. Disputes about role differentia-jon between
professional educators and paraprofessionals in caring for clients

consumed considerable time and energy. For a limited time, one teacher

performed some tasks (e.g. feeding and toilet training) of the para-

professionals. In time, the teachers' role was delimited by their
Principal to instructional matters, but this did little to lessen the

antagonism of some of the child-care workers. The role of instructional

personnel was frequently misunderstood by child-care workers to whom

the responsibilities of the teachers had not been fully explained.

Their expectations for the teachers was not so much the implementation

of the instructional program as it was the provision of "extra hands"

to help care for the physical needs of the children. Few child-care

workers were convinced of the need for two professional teachers to

organize the educational program. They were convinced that they had

lost some of their previous autonow and that their role at the school

was being downgraded.

Parents, on the other hand, welcomed the iiasion with the school

board and the employment of the two teachers. Most parents were pleased

that their children were at last to be recognizee as having a right to

share in the educational tax dollar and were like "normal" children

-- being placed under the care of professional educators.

The Managtment Committee did not concern itself directly with

the role of the teachers or with the educational program. The responsibility

for this educational component did not rest with the Management Committee

after September, 1974. The Committee assumed the role of facilitator

and, in general, directed its energies to the upkeep and general maintenance

of the building, the appointment of supervisors and othec related issues.

The complexity of the organizational jurisdictions was such

that personnel problems proved difficult to resolve. Between January,

1973, and September, 1975, the school had six supervisors, three of

whom had interim or temporary contracts. The turnover of supervisory

personnel undoubtedly added to the problems of the school.

Outcomes

The role of the teachers in designing and overseeing the

educational component is now accepted. In part, the changed climate

must be attributed to the supervisor and teachers who have instituted

a system of cooperative planning with the child-care workers and have

worked to convince all concerned of the benefits of the present program.
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Although the school day is scheduled to start at 10:00 a.m.,
the children begin to arrive at the school from 9:30 a.m., but all
children might not be assembled until 10:15 a.m. or even later.
Arrival is dependent on the handibus schedule, and for some children
the ride may take an hour or more. All children bring a packed lunch.

A daily schedule has been established by the teachers. The
following description of the time modules has been taken from the
Educational Program of the school:

1. Morning Circle-- (Full group - 35 minutes)

This activity involves the children in action songs,
finger plays, and games which help develop increased
attention span and eye contact, language, cognition,
socialization, and fine and gross motor skills.
Child-care workers, volunteers and teachers assist the
children with the actions.

2. Free Play -- (Divided into mobile and immobile groups
due to the unstructured situation staff coffee time
20 minutes).

During this time the children learn to interact with toys
and to socialize and share without constant adult guidance.
Many of the immobile children use the walkers, stand-up
box, prone board, wedge, or corner support during this
time.

3. Toilet Training (Specified times for the individual
children depending on their needs).

This program is implemented throughout the day and charts
are kept to indicate any needed adaption in a child's
program.

4 Work Time (Om staff to one child -- ,ne twenty-minute
session in the morning and two twenty-minutes sessions in
the afternoon. One teacher is available during the
afternoon sessions for consultation).

a) Muscular Movements Each child has a specific
large motor skills program. Direct consultation
is given by the physiotherapist.

b) Special Skills A program involving cognitive,
language, fine motor and self-help skills has
been de:;igned for each child.

c) Both programs were based on the Portage Project
Checklist, teacher-staff observation, and parental
suggestions.
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5. Lunch (Staff-student ratio is based on the degree of

the child's handicap. - one hour).

most children have specific lunch-room objectives to be

e:-phasized during the feeding time. Some of the skills

included are use of a straw or spoon, chewing, and drinking

from and/or holding a glass.

6. Quiet Time -- (30 minutes)

This provides time for the children who need rest and/or

social interaction with peers and/or staff.

7. Juice Time -- (5 10 minutes)

This provides time for the children to drink more fluids

and an additional practice time for using a straw and/or

glass.

8. Closing Activity -- (Full group - 20 minutes)

This time includes activities such as art, story telling,

games, a walk outside, a special guest, or a sing-a-long.

The program is tailored to meet the individual needs of each

handicapped child. A binder containing the individual program and a

daily progress report is kept for each child. These binders are

readily accessible both to staff and parents.

The following section headings included in each child's binder

are explained by the teachers in the school's Educational Program:

Objectives -- Individualized objectives have been designed
by the teachers through consultation with the Portage
Developmental Checklist, the Physiotherapist, the child's
parents, and key workers. Pa-ents are sent a copy of their

child's objectives. The objectives are updated monthly
during the teacher key worker conferences.

a) Priority Objectives -- These are very important
objectives that need to be improved and/or completed
before other objectives can be met. Examples are
increased eye contact, longer attention span, and
control of emotions. These objectives are stressed
throughout each day both formally and spontaneously.

b) Specific Objectives -- These are four or five objectives
which are selected according to the child's develop-
mental level in each of the five areas (cognition,
self-help skills, language, motor skills, and
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socialization). These objectives are included during
Special Skills, Muscular Movements, Behavior Modifi-
cation, Cubicle or Classroom Settings, or at other
specified times throughout the day.

2. Special Handling Techniques New staff volunteers can
refr to this section to determine what techniques are used
in tne areas of eating habits, special equipment aids,
toi1et training, and special discipline programs.

3. General Comments The staff who remain after school write
particular comments relating to their charges' behavior
throughout the day.

4 Parent-Teacher Conference Notes -- Information discussed
during the formal parent-teacher conferences which should
be related to staff, are included in this section.

5. Special Skills and Muscular Movements The child's current
program and a comment sheet are included io each of these
sections. Each skill included during a wcrk session is
evaluated using the following check system:

completes skill by self 5 out of 5 times
completes skill by self 1 4 out of 5 times

0 no response
X incorrect response
A attempts task

Each child has a box of toy materials needed for the Special
Skills session which is included in the cupboard.

6. Small Group Setting Selected objectives from each
child's program are included during the session. Any
relevant information regarding the child's behavior is
written on the comment sheet.

7. Behavior Modification Records and notes of each child's
sessions are included along with graphs which show the
child's progress during the Behavior Modification sessions.

Within the framework of the master schedule, two child-care
workers take rotating weekly responsibility for the administration of
the activities. Activities are then discussed with the teachers
before the start of the week when the child-care workers suggest to
the teachers different activities that they would like to see incorporated
into the program. Once the activities are planned, the child-care
workers are responsible for the smooth running of the schedule. The
two aides in charge of the weekly program must endeavor to make sure
that activities'are timed so that the whole program for the day is
completed. At the ,Ind of the week all activities are evaluated by
teachers and child-care workers. The list on the next page illustrates
the type of self-evaluation done by the child-care workers. This
evaluation is then discussed with the teachers.
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Evaluation of the Program for

the Week

Program Planners and

Most Successful Grow-) Activity

New songs in morning circle

New stories

Lc.ast Successful Group

There was no activity that was unsuccessful although in the circle if

all the children are not strapped in, it can be very hectic.

Particular Challenges or Problems

On Wednesday some of the children were easily upset; an unusual day.

Staff

We met with a lack of enthusiasium for the first part of the week but

it improved by the end of the week. We felt very frustrated because

we didn't know whether it was because we were trying new things or

what it was.

Other

Buses were late a few days shortening our morning circles.

And I Would Like to Say

We enjoyed doing the new activities and would hope that the other girls

utilize some of the new ideas.

Reason for Success

Because they were new and active; they captured their interest.

Reason for Lack of Success

(In this case no reason was given.)
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Child-care workers are directly involved in the teaching of
children on a one-to-one basis and in aiding teachers in small group
teaching situations. With respect to the Behavior Modification
Program, child-care workers, under the guidance of the teachers, not
only instruct but assist in choosing the specific skill to be taught
and evaluating the level of the child's performance.

Within the time-frame set by the supervisor, the child-care
workers are given the responsibility for determining the roster for
staff coffee breaks, but the supervisor takes charge of the lunch
schedules. Clean-up activities are determined by the child-care
workers among themselves. Major cleaning tasks and reorganization of
resources are done during every break (Christmas, Easter, end of June
and the end of August) when children are not at the school.

Interpretation

The diplomacy of the Supervisor when acting as intermediary
between child-care workers and teachers has undoubtedly reduced the
ili-effects of an organizational structure that is at best cumbersome
and at worst dysfunctional. Both teachers and child-care workers
referred to the improved climate of cooperation. The opinions expressed
were congruent with observed behavior.

The district Principal expressed current thinking in suggesting
that ideally most exceptional children should find placement in the
"normal" school. However, the two teachers felt that the functionally
retarded would be better placed in a sheltered environment.

The activities which involved working with.child!en in a
teaching capacity were emphasized most by the child-care workers in
assessing the rewards of their work. Because of their direct involve-
ment in the teaching process, the child-care workers perceived
themselves as more fortunate than were teacher aides and school aides
in a traditional classroom setting. However, the child-care workers
were aware that without further training they could not hope to be
"in charge". Although involved in the planning of programs, many
desired a still greater degree of autonomy and were aware that such
autonomy could only be achieved through professional training. One
mentioned an ambition to take an Early Childhood Program at The
University of Alberta, while another mentioned tentative plans to
acquire further education in the United States.

Child-care workers described their job as minimally paid.
They explained that low pay and lack of opportunity for advancement,
together with the minimal recognition given to prior training, insured
that only those who found work with handicapped children very satis-
fying would stay at the centre.

131



116

Opinions

Funding through ECS does not recognize the needs of these children

for full-time school attendance. All grants are computed on the assump-
tion that students funded through ECS attend school on a part-time basis

(i.e. 0.5 of the normal school day). The ECS funding even when combined

with that from Special Educational Services is insufficient to provide

the services of two fully-qualified teachers. However, even if one

teacher alone were able to handle the educational program in the school,

this would not be beneficial either to the teacher or to the clients.

A teacher removed from the stimulus of colleagues with the same profes-

sional interests may experience difficulty in ensuring that the program

is constantly reassessed, that the objectives of The Activity Centre are

kept in mind, and that the quality is maintained.

In all school settirgs, teachers are apt to measure their
professional success in terms of students graduating from one learning

level to the next. The teachers in this school are little different

in this respect. They speak with pleasure of those children who have
made sufficient progress to meet the entrance requirements to other

schools. Yet too much emphasis on "moving up" can only result in

disappointment and frustration for teachers, child-care workers, parents

and children alike. The major aims of the school are to improve the

quality of life for children who might otherwise be institutionalized

and to provide some relief to those families who must care for the

functionally retarded/physically handicapped twenty-four hours every

day. The attainment of this objecti,e, therefore, is not to be measured

by the number of "success" stories, however heartening these might be.

All personnel who work in this setti- ] must guard against the illusion

that they may be able to work toward a "cure" fpr functional retardation.

Teachers working in such an environ' ,t require maximum support from

resource personnel outside the imme 3te educational institution.
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BISHOP KIDD JUNIOR HIGH SCHOOL

(Calgary Roman Catholic Separate School District)

Bishop Kidd is a Junior High School with a program designed to
meet the needs and interests of its students. The school staff has
instituted a program which allows for individualized instruction, yet
retains some of the features of a conventional, structured school
setting. The employment of teacher aides, the use of learning packages
and the advisory functions of teachers are some of the characteristics
of the school program.

The foltowing description about the school has been compiled
from school staff interviews, questionnaires aril logs, as well as from
in-school observations made by a research team.

GENERAL DESCRIPTION

This school has approximately four hundred students and fifteen
professional staff members and is located in a low socio-economic area of
a large city. The professional staff consists of twelve classroom
teachers, a teacher-counsellor, an assistant principal and a principal.
klso,eleven paid teacher aides (10 full-time equivalents) are assigned
certain duties within the school. Two secretaries are delegated general
office duties. Between 30 to 35 student aides are assigned certain
duties within the school.

The staff, professional and paraprofessional, is deployed into
three teams, pontoons or divisions of learning. The paraprofessional
staff are classified as either clerical or instructional aides.

Table 6.1

Instructional Organization

Division of Learning

Number of
Professional

Number of
Paraprofessional Staff

Staff Instructional Clerical

Community of Man

Communications of Man

Technology of Man

4

4

4

4 (3 FTE)

2 (2 FTE)

2 (2 FTE)

1

1

1
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Each division of learning is designated a resource room (2 to 3

classrooms in size), a presentation room (regular classroom size), and

small group rooms (one-half a classroom size). The school also contains

facilities for large group presentations, one regular gymnasium, a

smaller gymnasium, a science laboratory and an art room. (See Figure 6.3.)

The small gymnasium was the school libra7y but because of an acoustica.1

probiem it has been converted to a gymnasium area. The library materials

are now located in the three resource centres. Each of the divisions

of learning (teaching teams) are delegated specific office and work

areas.

DESCRIPTION OF THE SCHOOL'S STAFFING PRACTICES

The three major categories of school personnel are the professional

Staff, the paraprofessional staff, and the student aides.

To understand the deployment of staff at the school, a descrip-

tion of the school's philosophical and educational aims is needed.

These aims are best exemplified by describing the PAK Project (A Program

for All Kids) which was begun in 1973 by the principal and staff.

PAK (A Program for All Kids) Project

Philosophical and educational orientation. The PAK Project is

an attempt to provide for change and allow for individualized continuous

progress, while providing for the continuance of some selected aspects

of the formal grade structure found in most schools. It emphasizes the

belief that curriculum improvement entails reorganization of the academic

program together with the importance of positive student attitudes

towards school. Also, the PAK Project stresses the belief that any

curriculum should focus on the basic skills and be relevant to the

students' wants and needs.

Teacher-advisor role. The purpose of the teacher-advisor is to

increase communication between the teacher, the student, and the parent.

The teacher-advisor is not a counsellor but a motivator and a monitor

of student needs. A student is assigned to a teacher and remains with

that teacher as his/her advisee as long as he continues to attend this

school. The PAK Project attempts to focus on the student rather than

the school, so the teacher-advisor role is all-important.

Pontooning. Pontooning allows for team teaching and the inter-

relationship of several subject disciplines in a variable block of

time. At the school studied, three pontoons have been established:

Community of Man (Social Studies and Physical Education), Communica-

tions of Man (Language Arts and Religion) and Technology of Man

(Science and Mathematics). These pontoons or divisions of learning

each have four teachers and two or three teacher aides. A team
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coordinator calls meetings of the team, and meets with other team
coordinators and the school administrators. The team is responsible
for administration of its own budget, timetabling and deployment of its

aides.

Instructional clusters. Several instructional group sizes are

used to meet the demands of different instructional outcomes. The

large-group presentation, the small-group instruction and the basic
instructional cluster (20-35 students) are groupings used to facil-
itate the aims of the PAK Project.

Continuous progress and learning packages. Learning packages
(unit-paks) are prepared and designed to accommodate different student
learning styles, rates, needs and interests.

Independent study. Students are required to spend one-third
to two-thirds of their school time in independent study. During this

time, the student is expected to be working on the unit-paks of each
subject.

Teacher aides. The teacher aides' main functions are to
supervise certain student activities, duplicate materials and file

student records, type and prepare specific educational materials, etc.
The teacher aides are not responsible for diagnosis, prescription or
evaluation. The principal suggestedthe categorization of teacher

aides into two types: clerical and instructional. He also suggested
the role of the clerical aide is basically the preparation of materials,

while the role of the instructional aide is assistance with instruction
and supervision.

Curriculum

The basic curriculum is divided into the three divisions of
learning outlined above. These divisions of learning are scheduled
each morning plus one afternoon. The three four-teacher teams of each
division are scheduled with each grade throughout the week. This

CORE subject curriculum is allocated approximately two-thirds of the

instructional time.

For the other third of the time, options are offered which
have the purpose of meeting the needs of the students based on their

interests. Options are grouped into the following three areas:
cultural and practical arts, general options, and recreational options.
Options may be changed quarterly, semesterly or yearly, but in each
quarter a student must be taking an option from each of the three

option areas. Also, the student must choose one independent study

option, but not more than two. Therefore, students have 12 (40-
minute) option periods a week, with a possibility of two or four in
each of the option areas and one or two independent study options.
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Some examples of the types of ofitions offered are the following: arts
and crafts, oral Spanish, ecology, guidance, golf, cross country
running, swimming, tennis, ceramics and independent study.

STAFF UTILIZATION AND JOB DESCRIPTIONS

Professional Staff

The professional staff of the school is comprised of the following
personnel: principal, assistant principal, teacher-counsellor, and
twelve classroom teachers. The principal has 75 percent administrative
time, while the assistant principal has 70 percent administrative time.
The counsellor-teacher is allocated 70 percent of his time for counselling
and the remainder is spent teaching options or in the Technology of
Man team.

The principal is responsible for the general control and
supervision of all school operations. This includes coordination
of resources, materials and facilities as well as parent-school
involvement. The principal is responsible for the coordination of
curriculum development, innovative projects, research projects and
evaluation procedures.

The assistant principal is concerned with the specifics of
program implementation and curriculum and is responsible for coordin-
ation of the duties of the paraprofessionals, discipline referrals,
report card procedures, annual requisitions, and coordination of
committee and team meetings.

Team coordinators administer, supervise, organize and coordinate
(1) instruction and curriculum; (2) the preparation of unit-paks
and courses of study; and (3) the functions of the team staff within
their subject areas.

The counselling coordinator's responsibility is to provide
counselling services to students, coordinate pupil-personnel programs
and assist teacher-advisors regarding student counselling.

The classroom teacher has two main functions to fulfill. One
is to plan and organize, with the other members of his division or
learning team, methods of instruction for students in particular
subject areas. The second is to act as a teacher-advisor for 30 to 45
students. Approximately one-third of each teacher's advisees are in
Grade 7, one-third in Grade 8, and one-third in Grade 9. The teacher-
advisor remains with the sw.e group of students throughout Grades 7-9.
The teacher-advisor is the major contact person for the parents.
Other duties are preparation of advisees' report cards and contacting
the counselling coordinator regarding serious problems.
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Paraprofessional Staff

The teacher aides are responsible to the teachers they assist.

Teacher aides are interviewed by the assistant principal and the team

coordinators before they are hired. One of the major functions of

the assistant principal is to oversee and coordinate the duties of

the paraprofessional staff. Teacher aides are classified into two

types: clerical or instructional. Clerical aide duties include

typing, filing, and duplicating; while instructional aides assist

teachers in the supervision of resource centres and other areas as

assigned by a teacher. The majority of instructional aides have one

or two years of post-secondary education. Some of the instructional

aides have special talents in cultural or recreational fields. The

clerical aides all have some typing training or experience.

The teacher aides are assigned to specific divisions or learning

teams -and are directly responsible to the team coordinator or teachers

within that team. The present practice is to assign two or three

instructional aides and one clerical aide to each division. The

aides are employed for 10 months. The instructional aides are paid

for 30 hours of work per week, while the clerical aides are paid

for 32.5 hours of work per week. The rate of pay for the instruc-

tional aide is $3.7r. ,,er hour while the clerical aide receives $3.25

per hour. Aides are given job descriptions to guide them in fulfilling

their responsibilities.

Student Aides

The student aides working in the school are fulfilling a

requirement of the student option program. The students are put in

positions of responsibility and are evaluated on personal attitudes

and baits. They receive course credit for their time working as a

student aidu.. None are paid. The majority of the student aides are

in Grades 8 and 9. Most of the student aides spend two to four hours

per week working as an aide.

The functions that student aides perform vary. The student

aides mark and tabulate unit-paks, file materials, compile and staple

unit-paks, keep house-league records, paint posters, and distribute

audio-visual and physical education equipment.

Teachers have indicated that the student aides are a valuable

addition, because their help relieves the teachers and teacher aides

of some of their marking, filing, record-keeping and distributing tasks.

ANTECEDENTS AND INFLUENCES

The major antecedents and influences, identified by the researchers,
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affecting present staffing practices are the expertise of the professional
staff, the program and philosophy, the funding, and the attitudes of the
Alberta Teachers' Association.

Staff

The school was built in 1967 and has been in operation for nine
years. The present principal has been the administrator of '' is school
for the last three years. He has had previous administrative experience
at other schools including Bishop Carroll High School. Bishop Carroll
High School was designed to provide for a high degree of individual-
ized instruction and served as the basic starting model for the devel-
opment of the PAK Project. The principal and school staff have adapted
and changed the Bishop Carroll model to attempt to meet the needs and
interests of Junior High School students. More structure is retained,
yet individualized instruction is a major objective. Emphasis is
also placed upon the teacher functioning as an advisor.

Eighty-five percent of the present teaching staff has been at
this school less than three years. The present assistant principal
was appointed in September 1975.

Program and Philosophy

The present principal of the school was the fifth principal to
be appointed in a four-year period. The educational program he and the
staff have developed over the past three years (PAK Project) is an attempt
to pro-vide an educational environment which meets students' needs,
creates a more positive student attitude towards school, establishes
control, and provides for better skill development.

The two main themes of the PAK Project are "accountability and
flexibility." Accountability is sought by the use of learning packages
(unit-paks), and the use of Canadian Test of Basic Skills (CTBS) scores
as benchmarks for the acquisition of knowledge and skills. The students
have greater control over the amount of work they attempt than students
would have in a conventional school. The evaluation of students and
the success of the program are based mainly on visible criteria such
as CTBS scores, the number of unit-paks completed, the scores
received on tests after the completion of the unit-paks, and a subjective
evaluation of social growth. Flexibility is sought by the development
of the pontoon system, divisions of learning, and a continuous progress
model that "tends toward individualized instruction."

Funding

The school system allows the school principal to administer
the school's cicentralized budget. This is the common practice throughout
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the school system. The principal is able to allocate monies within

his school to the extent to which he desires (subject to Board approval).

No special funding has been used in the implementation of the PAK

Project.

Alberta Teachers' Association

The principal and teachers believe that as long as teacher

aides do not diagnose, prescribe, and/or evaluate, then they are acting

within the requirements of teacher aides as suggested by the Alberta

Teachers' Association in their Utilization of Teachers' Aide Guidelines.

EXPECTED AND ACTUAL OUTCOMES

The information expressed in this section was obtained from

questionnaires, logs and interviews. These were completed by the

administrators, a majority of the teachers and the teacher aides, and

some students. Observations of the school by the study team also

supplied much information.

Expected Outcomes as Perceived by the Administrative Staff

The PAK Project was perceived by administrators to introduce

a greater degree of "accountability" and "flexibility" than was

available in the school before the inception of the PAK Project.

The academic achievement of the students was expected to improve, and

the program was expected to be adaptable to the needs and interests

of the students, yet retain much control over the behavior of the

students.

The role of teacher-advisor was expected to improve relation-

ships between teachers and students. Some continuity would be achieved

if the student has the same advisor throughout his junior high school

term.

The use of paid paraprofessionals was expected to release

teachers from many of their repetitious, non-instructional tasks

and to provide time for curriculum and program development, as well as

time for consultation with individual students.

Actual Outcomes as Perceived by Teachers and Teacher Aides

With respect to the employment of teacher aides, the teachers

are satisfied, they enjoy the resulcant flexibility achieved, and concur
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that both clerical and instructional aides are necessary for the school
program to continue. The presence of teacher aides has changed the
tasks that teachers perform. The teachers perceive that their clerical
and technical tasks have been greatly altered by the presence of
teacher aides. Other task areas where considerable change has been
noticed is in communication and planning. The principal perceives a
greater change as a result of the presence of teacher aides than do the
teachers, especially in the instructional and supervisory task areas.
The different definitions given to supervisory functions by the teaching
staff and the principal could be a reason for these different perceptions.
The teachers probably define supervisory functions as out-of-class
supervision and classroom control, while the principal considers the
directing of clerical and instructional aides as part of the supervisory
function of teachers.

A questionnaire was completed by the teachers and the teacher
aides. The information that follows describes some of the perceptions
of the teachers and teacher aides and some of the disparities between
these perceptions. The questionnaire differentiated educational tacks
into seven task areas: instructional, emotional, supervisory, clei ical ,

technical-housekeeping, communication and planning. Two types of
teacher aides were considered: clerical and instructional. Some
disparities are evident between the desires of the teachers and of the
teacher aides.

In the instructional and emotional task areas, clerical and
instructional aides desire more involvement with small groups and
individual students in an instructional setting. The instructional
aides feel they are ready and have the expertise to do more "instruction
and-teaching" than they are doing at present. They feel that the
..:onstant marking of unit-paks takes too much of their time, and their
expertise and talents are not being put to the best possible use.

In the supervisory task area, teachers are prepared to "give
up" some of their out-of-class supervision to the instructional and
clerical teacher aides. However, the teacher aides do not want this
responsibility, and have indicated in the questionnaire responses
that they already have too much out-of-class supervision.

In the clerical task area there is little noticeable difference
between the wishes of the teachers and teacher aides for activities that
teacher aides should perform.

Teachers desire clerical and instructional aides to have more
involvement in some technical-housekeeping tasks. This desire is
especially noted in the preparation of audio-visual and laboratory
materials. The teacher aides have indicated that they are satisfied
with their role in this task area.

In the communication and planning task areas both instructional
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and clerical aides wish to have more discussion with teachers about

individual students. Teachers seem to be generally receptive to this

suggestion.

Many of the above disparities can be overcome once they are

exposed and discussed. The main disparity seems to be that teacher

aides want more personal involvement with students. They feel that

their talents have not been fully used and are waiting for the teachers

to provide situations where this wish may be fulfilled. The desire

on the part of teacher aides for more involvement with students may

be due in part to the fact that most of them are university students,

many of whom are preparing for a career in teaching. Teachers'

perceptions of the ATA and school board positions on utilization of

aides may explain, in part at least, their reluctance to involve aides

more fully. (See Calgary RCSSD Regulation included in the St. Mary's

Community School description.)

Teachers rated both categories of aides positively in terms

of their knowledge, skills, reliability and interpersonal relationships,

but the clerical aides consistently were given a higher assessment than

the instructional aides. Teachers and principal unanimously agreed

that teacher aides are of great value in the school, and that their

employment should continue.

The majority of teachers favored a ratio of three teachers to

three aides over a choice of four teachers and no aides, or two teachers

and six aides.

The assignment of teacher aides to specific teams or the

divisions of learning was rated as a positive feature, in that the

teacher aides knew to whom they were responsible and acquired knowledge

specific to that area.

Table 6.2, Utilization of Time by Teacher Aides, is a compila-

tion of information recorded in a log the teacher aides kept for a day.

Nearly three-quarters of the clerical aide time is spent preparing and

locating materials. The clerical aide spends a small amount of time

directly interacting with students in a class situation. The clerical

aides interact somewhat with students in the independent study sessions

in the resource centres, and also when they perform out-of-class

supervisory activities. Approximately one-third of the time of instruc-

tional aides is spent interacting with groups of students or with

individuals during independent study periods. However, the majority

of their time is spent marking and correcting unit-paks and tests.

Interviews and observations verified the information supplied

in the logs and questionnaires. The teacher aides did not complain

about the type of work they were doing, but they wished they had more

opportunity to work directly with students. They perceived their role

to be more helping than controlling in that they felt they could be of

substantive help in content areas. It is possible that the ATA policy
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Table 6.2

Utilization of Time by Teacher Aides

Percentage of Aides'
Types of Activities Performed Total Time

Clerical Aides

Preparation of Materials 51

Locating of Materials 22

Supervising Non-Class Activities 7

Evaluating and Recording 6

Reading and Research 5

Arranging Field Trips 5

Other Tasks 4

Instructional Aides

Evaluating and Recording 51

Interaction with Groups of Students 16

Supervising Resource Centre 16

Locating of Materials 8

Supervising Non-Class Activities 3

Discussion with Teachers 3

Other Tasks 3
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on the utilization of aides may affect the practice in this regard.

Some dissatisfaction arose with the uncertainty of daily tasks and the

lack of communication with teachers. The teacher aides felt that they

were the last to be informed about events taking place concerning their

team or the school. Some aides felt they should be included in the

team planning sessions. However, the main source of dissatisfaction

was the low pay schedule. The pay of the teacher aides is a minimal

hourly rate, and the number of paid hours per week is much less than

a person would normally work. This seems to be a common complaint of

most teacher aides. If the schools or school systems are planning to

make extensive use of teacher aides, and make the job a career position,

then an increase in teacher aides' wages should be considered.

Teachers were also asked to record their activities for a day

in a 1og. On the average teachers spent sixty-three percent of their

time in interaction with students, thirty percent in planning and

organizing and seven percent on other tasks. The information from

their logs is summarized in Table 6.3.

Approximately one-third of teacher-student interaction time is

spent in each of the formal lecture, tutorial, and individual modes of

instruction. One-third of the instruction is given in the regular

classroom size of 20-35 students. This indicates that a large part

of the instructional program in the school is still given in the

conventional manner.

Over forty percent of the planning and organizational time of

teachers is spent in evaluating and recording student progress. Mainly

this involves the marking of unit-paks and the grading of tests.

This indicates that the quantity of material the students produce must

be quite extensive.

Little of the formally-assigned planning and organizational

time (up to approximately five hours per week) was spent :n discussion

with other staff members. Much of the organization and planning for

the teaching team probably takes place in informal interaction and

discussion.

The time spent by teachers on clerical activities is very

minimal as compared with the time spent on clerical activities by

teachers in a conventional school.

For every two hours spent interacting with students, the

teacher, on average, spends another hour planning and organizing.

Some of the information expressed by the teachers in the

interviews, logs and questionnaires suggest possible future directions.

Many of the teachers felt they were not fulfilling the advising part

of their role to a desirable extent. Also, some teacher frustration

occurred over the policing function they must fulfill in the resource

centres. The 40 to JO students working on their unit-paks need to
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Table 6.3

Utilization of Time by Teachers

Types of Activity Percentage of Time

Interaction with Students

Formal Lecture (20-50 students) 21

Counselling, Advising Students 16

Supervising Independent Study 15

Tutorial Session (20-35 students) 12

Formal Lecture (>50 students) 10

Tutorial Session (36-50 students) 8

Tutorial Session (11-19 students) 7

Supervising Non-class Activities 7

Other Types of Interaction

Planning and Organization

Evaluation and Recording 42

Preparation for Classes 33

Developing Instructional Objectives 18

Clerical Activities 4

Other Tasks 3
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be frequently reminded to "get to work." Several teachers commented

that the major part of their time in the resource centre is spent

controlling the students, not in helping with individual difficulties.

The comments of some teacher aides and the limited number of observations

carried out by the study team supported this contention. However, it

is claimed by others that this is not true for a majority of teachers.

Teachers suggest that role expectations and job definitions

for the aides are essential. The clerical aides' role is easy to

describe; however, the instructional aides' role is not as clear.

Another suggestion was provided by the teachers. If the use

of teacher aides is going to become a common practice in Alberta

schools, then teachers need training in how to use the services of

teacher aides most effectively.

Outcomes as Expressed by Students

Most students enjoy their school life, are satisfied, and like

the independence and flexibility they have in working on their own.

The option program is enthusiastically supported by the students mainly

because of the choice and variety of options offered.

The main disadvantage with the school program, as expressed

by a few students, was that some students are unable to cope with the

independence and flexibility.

The relationship with teachers and teacher aides was friendly

and casual. The students had no reservations about making arrangements

to see their teacher-advisor when necessary. Also, teacher aides were

a welcome addition to the school staff, because they helped the students

in independent study, marked their work, and assisted in assembling,

distributing and collecting unit-paks.

The information from the students' logs are summarized in

Table 6.4. The students recorded that thirty percent of their school

time is spent on independent study. The time allocated to independent

study on the students' time tables is between thirty-six and fifty

,.ercent. Some of the student time scheduled for independent study

probably is spent socializing with other students.

Further, the student logs indicated that a substantial amount

of their time is spent in a regular class size group of twenty to

thirty-five students. This concurs with the data from the teach-.!rs'

logs that about one-third of school time is spent in a normal, conven-

tional, structured class setting.

The percentage of time spent in small groups, i.e. from two to

nineteen students averaged 10 percent. In large groups, i.e. mcre than
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thirty-five students, the average was 7 percent. Student time there-
fore appears to be mainly divided between independent study and class
groups of over twenty students.

Table 6.4

Utilization of Time by Students

Percentage of Student
Types of Activity Time Spent.in School

Independent Study 30

Class Size Group (20-35 students) 29

Socializing 13

Class Size Group (11-19 students) 7

Class Size Group (>35 students) 7

Other Types 7

Meeting with Teacher 4

Small Group (2-10 students) 3

SUMMARY AND INTERPRE1ATIONS

The school staff is deployed into three teams or pontoons.
Each team consists of four teachers, a clerical aide and two or three
instructional aides. Differentiation of functions among the teaching
team members is minimal. The only exceptions are the team coordinators,
who are responsible for some aaministrative and coordinating duties.
More sharing and cooperation among the staff occurs than would probably
take place in a c-Jnventional school.

The teachers' main functions are instructing, developing
curriculum, and advising. The majority of the teacher's time is spent
on curriculum development and instruction. The administrators and
teachers feel that the advisor function needs to be emphasized to a
greater extent that it is at present.

Administrators, teachers and students agree that the continued
use of teacher aides (instructional and clerical) in the preparation,
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organizFtion, and marking of unit-paks is necessary if the instructional

program is to continue. Also, the assistance of instructional aides in

supervising students in independent study and the participation of some

instructional aides in the options is necessary for the aims of the

PAK Project to be attained.

The aides desire more Interaction with the students and wish

to be considered as part of the instructional team. Other suggestions

made by the teacher aides are the need for training teachers in the

use of teacher aides, and the need for training of the teacher aides

in specific skills that are used in performing teacher-aide functions.

Students appear to like the program as evidenced by their

enthusiasm. Their academic achievement, on the whole, has improved

since the inception of the program in 1973. The students have friendly

and casual relationships with most of the present staff.

Students, teachers, teacher aides and the school administrators

seem to be satisfied with the program and with the results. Some

changes are contemplated for the program to overcome minor difficulties.

The experiment does appear to have considerable merit and to be

deserving of close examination by other junior high schools.

149



133

CALLING LAKE ELEMENTARY-JUNIOR HIGH SCHOOL

(Northland School Division)

Calling Lake School is one of thirty-three schools comprising the
Northland School Division. This school division has a number of unique
characteristics which should be kept in mind when examining the staffing
patterns of schools under its jurisdiction. Not the least of these is the
large native Indian and Metis population within its boundaries.

Northland School Division is a relatively young school system: it
was established by Ministerial Order in 1960. At the time of its creation
and for most of the years following, the Division was, in essence, a ward
of the Provincial Government. As such, an Official Trustee appointed by
the Provincial Government carried out the functions normally performed by
an elected board of trustees. In the early years, the Division officeswere in Edmonton.

In 1965, the Northland School Division Act was passed which
recognized that the Division was a spcial case under the School Act. The
Northland School Division Act contained two important provisions. The
first of these was that members of the school board were appointed by the
Lieutenant Governor In Council rather than elected as in other divisions.
It was not until 1968, when the number of trustees was increased from
five to seven, that a member of native origin was appointed. Since then,
the composition of the board has moved significantly toward native and
local participation and control. Presently, five of the trustees are
native representatives. The remaining two members are the chairman, who
is also the chief executive officer of the board, and an officer of the
Department of Education whose main responsibility is to maintain close
liaison with the Department of Eaucation.

The second major provision made by the Northland School Division
Act was to enlarge the Division's territorial responsibility to include
all the lands within the province north of Township 55 which were not
already included in any other school jurisdiction or Indian Reserve.

In 1971, for reasons relating to efficiency of operation and service,
the Government moved the Northland School Division Headquarters from
Edmonton to Peace River.

The main characteristics which differentiate the Northland School
Division from the norm of school divisions in Alberta were listed in the
Report of the Northland Study Group to the Minister of Education (1q75).
These can be paraphrased as follows:

1) An extremely large geographical area;
2) A wide dispersion of communities and the relative isolation

of these;
3) A large number of schools (33 as compared to the median of 9

in Alberta diyisions and counties);
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4) A relatively low tax base (requiring that practically all of

its revenue come from the Department of Education);

5) The need to provide accommodation for staff and to supply utility

services for residences and schools;
6) Difficulty in recruiting and retaining teachers;
7) Lack of high school services; and as already mentioned,

8) Clientele mainly of native origin, with a historical, cultural

and linguistic heritage different from that of rast Albertan.

The Calling Lake Settlement

The settlement of Calling Lake is located due North from Edmonton,

approximately forty miles from the Town of Athabasca on a good gravel road.

The surroundings are quite scenic, and the development of a provincial park

is underway close by. This action will undoubtedly have a marked effect on

the community as it will probably speed up its development as a resort area.

The few buildings that there are in the settlement are scattered along a

narrow strip fairly close to the lake. The school, teacher residences

(trailers), and Health Unit trailers are clustered together at a fair

distance from other residences. Stretching south of the village for approxi-

mately two miles is a development of about 200 recreational cottages. The

socio-economic level of the permanent residents is generally low, as is the

case in the majority of schools in the Division.

DESCRIPTION OF STAFFING PRACTICES

The Calling Lake School has a total of seven classrooms, five of

which are in the main building and two are housed in nearby self-contained

portable units. The main structure was built in three stages with the first

dating back to the mid-1950's and the last being barely one year old. The

school has an adequate gymnasium and playground. As is the case with most

other schools in the Division, the Calling Lake School must provide its own

water supply and sewage disposal. It is, however, connected to the provincial

grid for electric power and telephone. The principal reports the need for

him to spend considerable time in caring for such matters as the heating

system since there are no maintenance personnel in the school.

Pupil Personnel

App oximately 127 students, ranging from pre-school to Grade

eight, are enrolled in the Calling Lake School. Most of the children are

of native origin, being either Indian or Metis, and English is their second

language. The children are generally characterized as being shy; many are

reluctant to speak in the classroom even though they may be quite able to

communicate in English. Teachers felt that their students on average

required more individual attention than the typical urban middle-class

child. More individual attention would presumably provide the children

with increased opportunities for expression and hopefully would enhance
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the development of more self-confidence. One of the nagging problems is
poor school attendance, a problem that seems to worsen as the child arows
older. Performance and attitude in school are said to be affected by such
out-of-school influences as family problems, alcohol abuse, lack of adult
models in the community having attained success because of schooling, and
the paucity of mental stimulation in the home in the form of books or
games. Generally the level of educational achievement was felt to be low,
when judged by such indicators as drop-outs and retardation.

Professional Personnel

Calling Lake School has a professional staff of seven teachers
including the Principal, 25 percent of whose time is scheduled for administra-
tive activities. One of the teachers is designated as Vice-principal but has
only two periods per week allocated to this function. Five teachers are
assigned to homerooms and all but the grade one class are "doubled-up."
The two remaining teachers share the responsibility for the "Special
Education" class on a half-time basis and are "Floaters" for the remainder
of the time. This arrangement provides each homeroom teacher with four
forty-minute periods per week for lesson planning. Of the seven teachers
on staff , three were in their first year at the Calling Lake School, two
were in their second year and two, including the Vice-principal, had been
at the school for over four years. At least half of the teaching staff
have been recruited from outsiae Canada.

Paraprofessional Personnel

The Calling Lake School employs four full-time paraprofessionals,
two of these are techer aides, one is a counsellor aide and the fourth is
an Early Childhood Services (E.C.S.) Instructor. In addition, a clerk-
typist. is also employed for approximately twenty hours per week. Two of
the paraprofessionals have been at the Calling Lake School for four years
and two are in their first year. The E.C.S. Instructor has been responsible
for the pre-school program in Calling Lake for five years but only for the
past two years has she been in the employ of the Northland School Division,
that is, since Northiands assumed responsibility for the pre-school program.

UTILIZATION OF STAFF PERSONNEL

Because of the low enrollment in individual grades and the need
to "double-up" all of the grades except Grade one, teachers are required
to teach most subjects to two grades. As indicated earlier, the "floating
teachers" pick up some specialized subjects such as Art, which provides
homeroom teachers with some released time for non-instructional activities.
The teacher aides are assigned to the Grade one class and to the Grade
two/three class in accordance with the Divisional policy which provides for
teacher aides primarily at the Grade one and two level. The counsellor
aide and the part-time clerk-typist serve the whole school.
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ANTECEDENTS OF PRESENT PRACTICES

In 1971, at the urging of the native members of the Board and
particularly on the initiative of Mr. J. Ducharme, the Northland School

Division piloted its Paraprofessional Program by sponsoring five candidates

in the training program at Mount Royal College in Calgary. The following

year the School Division instituted its own training program in collaboration

with the Alberta Vocational Center at Grouard. The main motivation for this
paraprofessional program was the perceived need by the native members on
the Board to provide a better means of assisting native children to succeed

at school. The belief that children need to experience a feeling of success

in order to continue attending school was the major premise underlying the

decision to embark on the program. It was thought that many children were

not succeeding in large part because of difficulty in communication, which

in turn led to discouragement and frustration accompanied by low rapport

between child and teacher. It was noted that many of the children came to

school with little or no knowledge of English. Since Cree-speaking teachers

were not available, the Board felt that the next best alternative was to
assign someone to each classroom to act as interpreter between teacher and

students for the first year or two. The Board undertook therefore to

prepare and present a proposal to the Department of Education which

recommended that one teacher aide be placed in every school and one

counsellor aide in each of the larger schools or where special circumstances

warranted such assistance. The teacher aide was to work within the school,
whereas the counsellor aide was to work largely in the community, to

interpret the community to the school, and the school to the community.

The Department of Education agreed with the basic argument concerning the

need to bridge the language and culture gap and hence cave its approval to

the program. By 1972, twenty of the thirty schools were supplied with

teacher aides. At the beginning there seemed to be some skepticism on the

part of the teaching staff regarding the paraprofessional program. This

was possibly due to the experiments which were being carried out with
differentiated staffing in other parts of the Province and the widely-held

perception that the Alberta Teachers Association was against programs

which used nonprofesslunals in the classroom. Discussions involving the

Teacher-Board Advisory Committee and the Administration Committee led to

an acknowledgement that the Northland situation was quite unique and to
the realization that this program was not to be a means of reducing the

teacher-pupil ratio in the schools.

For the first two years of the program, despite the acknowledged

desirability of having candidates possessing Grade nine education or

higher, some candidates with only Grade five were selected because they

were the best of those available whom the community would accept. The

training courses held each summer concentrated on providing some basic

Psychology courses designed to ensure that at worst the aides would not

cause harm to the children. It was assumed that they possessed sufficient
relevant knowledge and skills to be able to provide useful assistance to

the teachers and students.
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Some of the first paraprofessionals were of somewhat limited useful-
ness because of inadequate education and training. In addition, some
teachers, not I-nowing how to utilize teacher aides, assigned more responsi-
bility to them than was warranted. The latter seemed to be true especially
when multiple grades were involved. Another problem encountered occasionally
related to opposition to the teacher aide from factions within the
community. These problems appear to have been reduced by specifying quite
precisely in the "Job Description" the tasks which could be performed by
the t:acher aides and also by ensuring community participation in the
selection process.

Funding for the program was obtained initially through the "Special
Grants Committee" of the Department of Education. A grant totally $250,000
was made available to aet the program underway. During the current year,
the $750,000 required to operate the program is appropriated through the
yearly budget fcr the School Division. Approximately $30,000 of the present
appropriation is required for the compulsory summer In-Service Training; it
should be noted however that this amount does not include the two-month
salary paid to the paraprofessionals who attend the courses. The current
operating budget for Northland School Division is $7,800,000.

INFLUENCES UPON PRESENT PRACTICES

It appears that the greatest influence upon the staffing practices
as they are found in the Calling Lake School is exerted by the Northland
School Division through its policies governing staffing. These policies
give the rationale for the employment of aides, describe the criteria for
their selection and the selection procedures to be utilized, outline the
guidelines governing the placement of aides, list the schedules of remunera-
tion and hour3 of work, and, finally, itemize the duties to be performed.
The paraprofessionals are assigned to the school, and the Principal,
together with the staff involved, directs theirday-to-day activities in
accordance with the policy guidelines.

Despite the isolation of the community, there appeared to be fairly
good opportunity for the Calling Lake teachers to share ideas with siaffs
from other schools. The extent to which schools influence one another
regarding the use of paraprofessionals, however, was not clear.

The community exerts influence on staffing mainly through its
involvement in the selection process. The community nominates candidates
from the community for appointment to paraprofessional positions in the
school.

OUTCOMES

As indicated above, of the five paraprofessionals employed at the
Calling Lake School, two were teacher aides, one was a counsellor aide,
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one was an Early Childhood Services Instructor and the other was a clerk-

typist. Each of these positions is discussed below.

Teacher Aides

Interestingly, the teacher aide assigned to the Grade one class was

a male in his forties or fifties. He was in his first year as a teacher

aide. It was felt that he provided a welcome and perhaps needed "father

image" in the classroom.

The other teacher aide was female with a Grade 12 education who

became a teacher aide because she wanted a change from secretarial wo,k

and was one of the first teacher aides to graduate from the training course

offered at the Alberta Vocational Center in Grouard. In view of -er

educational background and experience, it was generally agreed that s'

should perhaps go on to become a teacher. The responsibilities assi

to her were quite extensive.

The Early Childhood Services Instructor had been involved wiIh

the pre-school program in the Calling Lake community when this program

was under the sponsorship of Preventative Social Services. With the advent

of the E.C.S. program, responsibilit( for the pre-school group was trans-

ferred to the Northland School Division. The Instructor who is bilingual

in Cree and English won the competition for the new position. She was

required to take a three week course to qualify as an E.C.S. Instructcr,

followed by the mandatory summer school In-Service program. As the sole

person in charge of the pre-school group, she is fulfilling an important

role in orienting bre-school children to school; for many this is also

their first orient3tion to English as a medium of communication.

The counsellor aide had responsibility for visiting the homes of

school children at least once a year and more often where attendance or

illness seemed to be a problem. With her background and training she

seemed able to relate to members of the community in ways which would be

difficult or impossible for people with a different background. Even so,

she admitted to some problems, for example, related to school atten6ance,

which she was unable to resolve'. In addiion to serving Calling Lake

School, for one day a week she performedecounsellor duties for Calling

Lake youngsters attending grades nine through twelve at Athabasca High

School.

The Clerical Aide

The clerical aide, employed on a part-time basis, worked twenty

hours per week in the Calling Lake School as a clerlf.-typist. She did

some work for the teachers but stated that most of her time was spent on

office-related duties.
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Outcomes as Perceived by the Board

appraising the paraprofessional program in the Northland School
Division, the Board Chairman makes a clear distinction between the teacher
aide segment and the counsellor aide segment. The teacher aide program
was judged by the Board Chairman to be highly successful. The overriding
factor which caused the 7-ogram to be instituted, as mentioned earlier,
was the need to overcome the language and cultural barriers which were
perceived to exist for the children in Grades one and two. From that point
of view the teacher aide program was undeniably successful; it did place in
each school of the School Division persons who were selected partly on the
basic: of their ability to communicate in hoth Cree and English. Whether
the presence of these persons in the classroom also contributed to the
attainment of other related objectives such as increased willingness on
the part of the young native children to participate in classroom verbal
interaction or improved student attitude toward school has not been formally
assessed. From the Board Chairman's perception, the consensus of those
people who might be regarded as well-informed on these matters is that
there has been some improvement, No opinion was voiced regarding any
improvement in achievement by the students since it was felt that it may
be too early to tell and also that this would have to be measured by
standardized tests.

It was felt at the Board level that the mandatory summer school
In-Service Training Program was paying off in that it e uipped the aides
with at least a minimum of basic skills and knowledge in order for them
to be able to function in the schools.

The counsellor aide program was assessed not nearly as favorably.
It was recognized that the role of the counsellor aides as described in the
"job description" was an extremely difficult or perhaps impossible one.
Ideally the Counsellor Aide was required to "keep all the kids happy and
going to school and the parents happy and content," a monumental task for
even a highly trained public relations professional in a middle class
community, let alone a minimally trained individual operating in a
community where motivation and aspiration are ofcen low.

Outcomes as Perceived by Teachers

Teachers generally felt that the presence of paid paraprofessionals
brought little change to their performance of tasks related to instruction,
to extracurricular activities, to caring for the emotional needs of children,
and to planning. This is not surprising since only two have direct access
to teacher aides. Most of the teachers were, as in the past, continuing
to work independently in self-contained classrooms, performing the con-
ventional instructional tasks with very little formal collegial consultation
outside of staff meetings. An exception to this was the coordination of
subject content for the two Grade five classes. Considerable informal
discussion on a variety of topics was held during out-of-class time. It

should be noted here that most teachers came to the Calling Lake School
when the paraprofessional program was already in effect.
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Some change was reported to have come about in the teachers'

performance of tasks of a clerical nature and also those of a technical

nature.

Questionnaires completed by all of the teachers in the school listed

tasks which the teachers felt that the paraprofessionals should perform and

the extent to which these were perceived to be performed at present.

There was practically unanimous agreement in the responses concerning tasks

which paraprofessionals should not perform. Teachers agreed that para-

professionals should not perform tasks related to student discipline. This

is consistent with School Board policy on the matter.

Concerning tasks related to instruction, teachers expressed the

view that paraprofessionals ought to be involved to a considerable extent

in helping individual students as well as in working with small groups of

children. Their perception generally was that this was taking place to

only a minimal extent.

Most teachers would have liked to see the paraprofessionals play

a greater role in assisting students with their emotional needs, for
example in motivating students or "talking to an upset student."

Regarding the supervision of students, the teachers appeared to

favor increased responsibility by the aides although the latter were already

involved to some extent in this way and were considered to be of help.

Some teachers wished to be relieved of supervision duties entirely, while

others saw merit in remaining involved to some extent.

With reference to the preparation, duplication and filing of

instructional material, teachers indicated that paraprofessionals should

be involved to a considerable extent rather than to the somewhat limited

extent now perceived. Similarly, they felt chat keeping records of

attendance and other tasks of a clerical nature should be handled by aides.

In the domain of technical-housekeeping tasks, there appeared to

be dissatisfaction with the limited extent to which the aides assisted with

the setting up and operation of A.V. equipment as well as the preparation

of A.V. materials to be used. It was also generally felt that little or no

assistance was being provided with keeping classroom materials in order ard

that help in this regard was desirable. The reader is reminded that most

teachers did not have aides working with them who could be assigned these

responsibilities.

Finally regarding planning, teachers expressed a desire to see more

contribution from paraprofessionals with such activities as field trips.

Outcomes as Perceived by Paraprofessionals

The paraprofessionals generally felt that their work was clearly

defined. They, like the teachers, were quite in agreement as to what

tasks paraprofessionals should not do, notably janitorial duties. It is
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interesting to note that this was not mentioned in the set of tasks identified
by the teachers as those that paraprofessionals should not do.

Concerning instruction-related tasks and tasks related to the
emotional needs of children, the paraprofessionals perceived themselves as
having "some" to "considerable" involvement. The feeling was expressed
however that contact with children should not be restricted nor should the
teacher aide have to work only ith "slower" groups.

In relation to the supervision of children, the paraprofessionals
did not see themselves as being very heavily involved nor did there appear
to Pe much enthusiasm for the idea of being involved to a greater extent.

The paraprofessionals perceived that they helped only to some
extent with clerical duties such as preparation of materials and duplicating.
Only the clerk-typist did any typing being the only one of them having
typing skills.

Concerning technical-housekeeping tasks, the paraprofessionals were
not involved with library records, probably because the library was not yet
fully operational, but felt that they did assist quite a bit with the setting
up and operating of A.V. equipment. They also felt, contrary to the
teachers' perception, that they did help significantly with keeping the
classroom in order, probably more than they desired.

With regard to relating to the community, the teacher aides felt
that this was mainly the responsibility of the counsellor aide and that
they therefore should not be involved to any great extent. The counsellor
aide, it should be noted, spent a large portion of her time attempting to
resolve attendance related problems. All paraprofessionals felt that they
quite frequently provided information to teachers concerning particular
students.

Finally, most paraprofessionals felt that they were to some degree
involved in planning with the teachers.

Student and Community Perceptions

While time did not permit much in-depth investigation of these
last two levels, the impression obtained from general observations and
from interviews with the school staff was that the children appeared to
be generally quite receptive of the paraprofessionals and in some cases
seemed to overcome part of their shyness.

The react on toward the paraprofes3ionals within the community,
apart from a few instances where faction rivalry seemed to be associated
with the problem, was favorable. At first, it is reported that the
community looked to the parapr,Jfessionals in wonderment but soon came to
regard them much ac, they do the teachers. The community, it would appear,
has even come to e);pect a certain standard of behavior outside of school
for their paraproff2ssionals as it has for their teachers.
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-UTURE OF PROGRAM

The feeling at the Board level is that the paraprofessional program

was doing the job that it had been created to do. Th main objective of

the program has not changed and it is forecast that the need for it will

continue fcr another ten years. While no expansion of the program is

anticipated, the program as it stands will carry on.

The training program is seen as a critical component of the overall

undertaking and in it is placed much hope for the improvement of the para-

professional program generally. More specifically the following emphases

are planned in order to bring about this improvement:

1) The continuation of the compulsory yearly summer school
In-Service Training for all teacher aides and counsellor aides
in collaboration with the Alberta Vocational Center in Grouard.
Shorter terms have been introduced so that the participants
will not have to be separated from their families for a full

six weeks at a time.

2) The upgrading of the basic level of education of the para-

professional staff now employed.

3) The raising of selection qualifications as more candidates

possessing higher academic qualifications become available.

The hope was expressed that some of the better qualified para-

professionals will go on to become teachers in the near future. Two former

teacher aides, assisted by bursaries from Northland, are presently enrolled

in the teacher preparation program of Project Morningstar at Blue Quills

and should receive special teaching certificates after two years.

As teachers from such programs graduate, they would probably be

assigned to Grades four through six and the teacher aides would continue

to function in Grades one through three. When enough teachers who are able

to converse in both the Native and English languages become available to

staff the primary grades, the present paraprofessional program could either

be dhased out or have its purpose changed.

The counsellor aide program with its acknowledged shortcomings is

going to be an area of concentrated attention, with particular emphasis

being placed on the selection of candidates with appropriate personal

dispositions in the hope that with more adequate training their chances

of success in the field will be increased.

It is recognized that presently in the Northland schools the adult

to pupil ratio is comparatively higher than that found in most schools in

Alberta and it is likely that when the language problem is resolved, this

ratio would be reduced.
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INTERPRETATIONS

Generally the value of having paraprofessionals in the school
appears to be accepted, particularly for the primary grades where it is
felt to be most important in order to bridge the language and culture gap.
Teachers claim that they are pleased with the program and enjoy good
working relations with the paraprofessionals: the reverse also seems true.
Nevertheless, when reference was made to specific tasks, while they seemed
on the whole to agree on what the tasks are, mainly those outlined in the
Division's policies, they did not agree on the extent to which the tasks
were actually being performed. A notable exception to the aforementioned
general agreement is the one related to supervision of students.

It appears that while the teacher aides recognized that they were
under the direction of the teacher, they seemed to feel accountable to the
Principal, rather than to the teachers. It should be noted here that
summative evaluation of the paraprofessionals is the responsibility of the
Principal and the Supervisor of Instruction for the School Division. This
evaluation was reported to be based on the following three criteria:

1) ability and willingness to cooperate with teachers;
2) attitudes towards children and learning;
3) ability to communicate in the English and Cree languages with

students and teachers.

There is some probability that teacher aides can be given respon-
sibility beyond that warranted by their training. Possibly an In-Service
workshop or summer course for teachers on the topic of how to utilize
paraprofessionals may be worth considering. This should improve the
effectiveness and efficiency of the aide program.

The counsellor aide program may not be as effective as it might
be, possibly because the counsellor aides are expected to do and are
attempting to do the job of a full-fledged counsellor/social worker rather
than acting as an aide to these professionals. In situations where there
is no qualified counsellor in the school, as is the case in the Calling
Lake School, the specific duties assigned to the counsellor aide may ried
to be greatly curtailed.

In conclusion it should be stated that the staffing patterns found
at the Calling Lake School are designed to serve a situation and specific
needs quite different from those found in the majority of Alberta schools.
The effort to respond to this unique set of needs could have led to sub-
stantially different solutions being attempted. However, the particular
program that was instituted seems to be well suited to needs of the school
and is apparently quite effective.
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M.E. LaZERTE COMPOSITE HIGH SCHOOL

(Edmonton Public School District)

General Description

This senior high school,opened in 1970, is one of the newer and

more innovative schools in Edmonton. During 1975-1976 more than 1300

students attended the school which provided academic, vocational and

business education programs. On staff were 76 teachers and educational

administrators, and 25 paid paraprofessional and support personnel.

The school administrators and staff provide programs in accor-

dance with the needs and interests of the students. A number of program

innovations, reflecting a community-school orientation, have been

introduced. This particular school was included in the study because of

the flexible use of teaching teams, the innovative developments in school

governance, the strong community-orientation influencing the school's

development, and the integrated use of paid paraprofessional personnel.

In obtaining information for this report, interviews were conduct-

ed and all members of the teaching staff were requested to respond to a

questionnaire. A 50 percent return was received for the questionnaire.

The personnel interviewed for the report were the principal, one assistant

principal, six department heads, one department chairman, ten teachers,

fourteen paraprofessional staff members and four adult volunteers. Some

information was also obtained from central office administrators.

CURRENT STAFFING PRACTICES

The staffing practices used at the school reflect the philosophy

that has emanated from the under,lying purpose of developing a community-

oriented school. To describe the current staffing practices, the followng

aspects are considered -- school governance; school department staffing

practices; and staff utilization in the main innovative programs.

School Governance

The school has established an organization that facilitates shared'

decision-making. At present the major internal decision-making body is

the School Council. in determining the membership of this council, the

principal had in mind the notion of a community-oriented school. Con-

sequently, relevant interest groups have beel given a voice in the School

Council.

Each member of the School Council has voting rights with a simple

majority being necessary for decisions to become operative. Membership
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tne Council is as follows:

1. Central administration principal, assistant principals, head-
secretary, business manager and head custodian;

2. Department heads and department chairmen;
3. Community School Coordinator:
4. Chairman, M.E. LaZerte Association of Parents; and
5. President ofthe Students' Lnion.

The various nemhers of the School Council provide effective com-
munication linkages which are essential if the community-orientation is
to be fully developed. Each member belongs to a subsystem concerned with
the overall progress of the school.

The following subsidiary School Council committees represent the
main subsystems:

1. Staff Association;
2. Associatirm of Parents;
3. Students'Union;
4. School Department Staff Meetings; and
5. Department Heads Committee.

In addition to the above, several members of the school staff
belong to ad hoc committees which have been leveloped within the school
for specific purposes, e.g. curriculum committees, community-development
committees and welfare groups. Also, commitments outside the school
involve many members of staff in school district curriculum committees,
ATA professional development committees, and extracurricular activities.
Each of these connections expands the overall communicatior, network which
can improve the effectiveness of decisions made by the School Council.

School Department Staffing Practices

The current staffing practices are described using the three
foliowing categories:

(a) Central administration;
(b) School curriculum departments (including counselling); and
(c) Community-school coordination.

Central administration. The principal, three assistant principals,
business manager, head secretary and head custodian fo!m the central
administration. This administrative group heavily affects the overall
conduct of the school, although the principal retains ultimate respon-
sibility,

At the professional level the principalship team is involved in
the ongoing activ;ties concerned with the teaching staff, curriculum
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development and students. However, this team feels that a dispro-

portionate amount of its time, estimated ct 60-70 percent, is spent in

giving students advice on programs. This situation has resulted directly

from the large range of program options available to students and the

school's attempt to cater for students' needs.

The head secretary is responsible for the conduct of the school

office. Most of the school's administrative detail is channeled through

this office. Each member of the central office staff, besides fulfilling

basic clerical duties, has developed a specific expertise, such as stud-ant

services, switchboard operation, pupil accounts, or printing. As a result,

a team approach has evolved.

The business manager is responsible for the day-to-day business

of the school, purchasing, budget control, general accounting, and basic

material ,ifare of the school. To assist the business manager, staff

are emp:oyed to receive goods and to handle the business accounts.

With the school building in use from 8 a.m. to 11 p.m. most days,

including weekends, custodial functions assume considerable importance.

.hoperation and coordination are essential if this aspect of the school

is to be effectiv. Ps the head custodian is a member of the School

ncil, communication channels are adequate to ensure that the custodial

function is an integral part of the school organization.

School curriculum departments. The school has eleven departments,

namely, English, Mathematics, Social Studies, Science, Physical Education,

Business Education, Fine Arts, Vocational Education, Library, Counselling,

and Student Activities. Each department has a department head whose

responsibilities include teaching, administration, supervision, curriculum

development, and evaluation. In addition to these departments, Home

Economics and Modern Languages have departmental chairmen who have teaching,

administrative and coordinating responsibilities. The department heads

receive an allowance for their responsibilities, while the department

chairmen do not.

Within each department, paid paraprofessional servicts are

available to the teaching staff. The extent of use of these personnel

depends upon the nature of the curriculum presented and the soecific needs

of the teachers and students.

The staff of each department has considerable autonomy and

flexibility in the operation of the department. Staff usage depends upon

the programs offered, the physical facilities available and the time-

tabling practices used. A common feature existing within each depart-

ment is the high level of joint planning that occurs. This joint effort

ensures that purposeful cooperation occurs in curriculum development

Team teaching practices vary from department to department. The

departments of Science, Physical Education and Home Economics emphasize

the sharing of space and team teaching. English and Social Studies

emphasize cooperative enterprises among teachers, while practices of the
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matheatics, Busines'3 Education and Vocational Education departments
reflect the specialized nature of the programs offered.

In Table 6.8, the teachers' perceptions of their involvement in
planning for tile use of space and coordination of teaching-teams are
prsented. Over 80 percent of the respondent teachers have input into
decisions about the use of space, while 65 percent are involved in
coordinating for team teaCling.

Table 6.5

Teachers' Perceptions of Their Extent of Involvement
in Two Coordinating Activities (N=39)

I tem Considerable Some Little None

Conferring with other
teachers on the use of
classroom space

Coordinatina the
instructional program
for a team of teachers

16-% 19

14% 30% 21%

Because extensive cooperation exists in each department, partici-
pative decision-making is greatly facilitated. This professional involvement
of staff is consister,t with the overall p'lilosophy developed for the school
which di,:tates the objectives to be achieved.

Generally, the use of paraprofessional and support staff within
the various departments reflects need. Tasks performed by the paraprofes-
sion91 and support staff involve a variety of clerical and technical--
housekeeping duties. Table 6.6 presents the overall view of the responding
teachers in terms of the actual and preferred extent to which paid para-
professional and support staff perform the stated tasks.

As the data illustrate, the actual extent to which paid para-
professionals are used varies considerably according to the type of task.
For example, over 50 percent of the responding teachers involve the para-
professional staff in considerable typing and duplicating tasks. By
contrast, only 22 vrcent use the same staff te operate audio-visual
equipment.

Consideration of the preferred extent to which the responding
teachers would like to use paraprofessional and support staff indicates
that the present level of services may be inadeqw.te. For example, over
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Table 6.6

Teachers' Perceptions of Actual and Preferred Extent of Involvement of
Paid Paraprofessional and Support Staff in
Clerical and Technical-Housekeeping Tasks

Tasks

Actual Preferred
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CLERICAL % % % % % % % %

Type materials for teachers 52 20 13 15 80 15 5

Duplicate materials for teachers 56 18 8 18 82 8 8 2

Distribute, collect & file
materials 36 23 15 26 72 18 8 2

Keep attendance records 10 2 14 74 31 10 8 51

Collect money 20 10 5 65 36 13 13 38

Purchase supplies 26 28 8 38 38 26 5 31

Keep library records 49 10 8 33 54 23 2 21

Catalogue library books &
materials 49 3 5 43 56 8 36

TECHNICAL-HOUSEKEEPING

Prepare audio-visual materials 15 6 15 62 41 36 5 18

Keep classroom materLils in
order 18 5 15 62 41 10 18 31

Prepare displays 13 18 8 61 43 23 13 21

Operate audio-visual equipment 5 2 15 78 23 31 8 38

Set up equipment 13 5 13 69 36 26 10 28

Prepare science laboratory
materials & maintain labo-
ratory equipment 33 5 2 59 46 13 41
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80 percent of the respondents would like to see support staff involved
in prepari-,.5 =iidio-visual materials as compared with the 38 percent who
perceivP that parapreessional and support staff presently perform this
service. These results may suggest that some tasks that teachers are
conducting should be transferred to paraprofessionals, or alternatively
that some tasks which teachers feel are necessary or desirable are not
presently being performed by any staff members.

An analysis of the formal qualifications held by the paraprofes-
sional and support staff at the school interviewed for this report shows
a wide range of accomplishments. These qualifications are presented in
Table 6.7.

Table 6.7

Academic Qualifications of the Paid
'-'araprofessional and Support

Staff (N=14)

Qualifications Number

Grade X plus one year of business training 2

Grade XI plus one year of business training
1

Grade XII 3

Post-Secondary: 1 year--business college 3

Post-Secondary: 2 years--college diploma 2

Post-Secondary: 3 years--B.A. 2

Post-Secondary: 4 years--B.A. 1

Specific training for the paraprofessional staff at the school.has
largely been "on the job," especially as the tasks performed by these
staff members vary from department to department.

Even though the school has a strong community orientation, the use
of adult volunteers is still quite limited. The major use of adult
volunteers has been with the new programs that have been developed as
these have been designed to involve parents. Unless an adult volunteer
can guarantee regular attendance and participation in a program, continuity
and forward planning are difficult to achieve.

Respondents to the questionnaire indicated that greater use
could be made of adult volunteers. Table 6.8 shows the teachers' per-
ceptions of the current use of adult volunteers and the extent to which
they could be used in selected activities. In general, approximately
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50 percent of the respondents would like to use adult volunteers for several

supervisory and cle.,-ical tasks.

Table 6.8

Teachers' Perceptions of Actual and Preferred Extent of
Involvement of Adult Volunteers in Supervisory

and Clerical Tasks

Tasks

Actual Preferred

Extent Extent
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SUPERVISORY

Supervise playground at lunch or
recess 2 .98 23 10 5 62

Take students on trip outside
school 10 8 82 20 28 15 37

Supervise other lunchtime
activities 5 10 85 28 13 10 49

CLERICAL

Type materials for teachers 2 8 90 20 26 to 44

Duplicate materials for teachers 5 2 5 88 18 23 8 51

Distribute, collect and file
materials 2 98 15 31 5 49

Another source of valuable assistance within the various depart-

ments is the work-experience program developed for students. Some of these

students supplement the paid paraprofessional staff whose work relates

directly to the practical needs of students, especially those in business

and vocational education departments.

With respect to student counselling, the number of trained staff

members available was considered to bc inadequate. Two full-time

counsellors and one half-time counsellor were located at the school. A

proposal had been forwarded to the central district administration

recommending a new counselling program for the school and an increase in

the number of counsellors to five.
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Although all teachers accept tnat they serve to some extent as
counsellors, time is restricted for specific counselling duties.
Tahl2 6.9 show the uxtent of involvement of teachers in specific
counsHling task.

Table 6.9

Teachers' Perceptionls of Their Extent
of Involvement in Counselling Tasks

Task Considerable Some Little None

COUNSELLING

Counselling students on
their personal matters 15% 42Y

Counselling students on
vocational matters 22Y 40r/. 23 10./

Handling discipline and
behavior problems 25

Community-school coordination. This function s performed by a
paraprofessional whose salary is completely paid by the Provincial
Department of Recreation, F.:arks and Uildlife. The position of community-
school coordinator is vita( to the achievement of the school objective
concerned with the community-school approach. Basic to this objective is
the need to relate the community to the school and the school to the
community.

To fulfil the function implicit in the position of community-
school coordinator, several initiatives have been taken. A Parents'
Association has been established to Foster better understanding between
the school and parents. The community-school coordinator is the
executive secretary of this association.

A regular monthly newspaper, Dialogue, is produced by a
committee of parents in an attempt to bring the school and community
closer together. The newspaper features aspects of the school including
programs, departments and teachers, and encourages feedback.

The community-school coordinator, through contact with many
sections of the local community, is able to assist in assessment of the
needs of that community. In turn these needs are translated into
programs both for students and community.

The coordination of use of physical facilities by the community,
cumunication with the community, development of a broad range of
alternative activities for the local community, and coordination with tne
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professional staff of the school, illustrate the essential nature of the

position of community-school coordinator. The increased use of school

space, equipment and materials places an additional burden on the

school's financial resources and custodial services.

An Outline of the Main Innovative Programs Developed

To identify the innovative impetus that exists within the school,

a brief description of several specia/ programs is included. The effect

upon staff utilization is considered.

(1) Community-oriented Education (CORE) Program. This program

is based upon the identified need for students to gain greater under-

standing of the local community. The development of the program

involved teachers from the Social Studies and English deipartments,

with ti.e students being responsible for determining their specific

programs. Each program involves research, interviewing, and practical

community experienc.e.

Seminars are hold at re ular intervals in school and in the homes

of volunteer parents wt,F:-e expeliences are shared. The students record

the use of their time J,Ild are responsible for their own progress. The

development CE individual student initiative, trust and interaction with

the general community are the expected oAtcomes in addition to academic

achievement. Teamwork between teachers, volunteer parents and students

is essential to the program's success. The CORE project director won a

Hilroy Foundation award for this projec: this award is given for the

best new school program developed in AlLorta.

(2) Canadian-oriented Education (CANOE) Program. This program

is designed to acquaint students with their national heritage in both

theoretical and practical ways. Research and communication skills are

used to integrate Geography, Social Studies and Physical Education;

classroom activities and field experiences play a major part.

The involvement of volunteer parents is essential to the program

which emphasizes joint staff planning and curriculum development.

School, community and municipal resources are integrated in programming

to cater to student needs.

(3) Earthbound (Experimental Project). This program, which was

named after a poem written by a student involved in its developmental

stages, integrates several :c Grade 12 courses. Emphasis is placei

upon individual student init -cive. Each student is responsible .'pr- his

own specific learning task but a committee of teacher5, parents and

students (peers) monitors the total process.

In the a, Iication for program approval th,_ following basic

objectives were detailed:
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(a) to develop and field-test an alternative program;
(b) to develop cognitive and affective skills and

competencies through six basic challenges; and
(c) to increase parental participation and involvement

in the "Earthbound" students' educational program.

(4) Work Experience. This program provides students with
experience in an actual work envi,onment within the school or within the
local community. For example, some students perform clerical tasks such
as typing within the school.

A subsidiary program of Work Experience refers to Marketing
Experience which attempts to relate work experience to the usual school
curriculum. Students undertaking marketing experience are supervised by
the marketing teacher.

(5) "Being and Becoming." This new program was developed by the
department chairman of Home Economics. "Being and Becoming" is a
"parenting" child-development program with emphasis upon involvement and
participation. Students attend evening meetings of the local Child
Development Society and assist in the preschool centre. They are assigned
to a preschool child, becoming involved with the child's family for one
year. The department chairman received the Hilro/ Foundation award for 1976.

(6) Beauty Culture Salon. This salon provides a service to the
community while at the same time students train in beauty culture. The
program enables students to qualify with a certificate that is recognized
in the industry.

A highly-qualified technial aide assists in the training of the
students in the practical aspects cf the course. The beauty salon is
operated by a qualified teacher.

(7) Vocational Education. The programs offered in the Vocational
Education department train students, provide a community service, and
offer courses for the community. Students in this department work on
actual tasks, e.g. repairing cars, building, and general shop work.
Customers of thL department pay for the services rendered so that the
department is basically self-supporting. Further, courses are available
to the community which are also based upon actual needs and not simply
upon classroom activities.

Summary. These various programs illustrate the innovative noture
of the school, its relationship with the community and the endeavor to
bring the community into the school. Team work is reflected throughout
r.he program developments occurring in the schcol, whic.h involve teachers,
paid support staff and the ,:ommunity.

Nowhere is this tearwork more apparent than in the science depart-
ment in which the us ,-.! of team teaching, team curriculum development and
planning with paraprofessional staff is most evident. In fact, if teachers
are to use their professional skills to the fullest extent, support staff
are necessary to undertake maintenance, clerical and preparation tasks.
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ANTECEDENT FACTORS AFFECTING PRESENT STAFFING PRACTICES

The current staffing practices reflect the philosophy that has

been developed for the scH001. The development of this ohilosophy
with its consequent school objectives is traced in the following

sections.

IniLial Community School Concept

The idea to develop a community-oriented school in the district

emanated from one of the senior administrators within the school system

in 1969. This was accepted as a challenge by the school's principal and

staff. Durinn the years since the school was first established, the com-
munity-scool approach has developed steauily. The school's principal
realizes jhat the achievement of the ultimate goal of developing a fully-

integrated community school is not possible unless pursued slowly.

In pursuing the overall objective, the attitudes of teachers,

student-3 and community have to chang(-_. Each of these crouhs must under-

stand their interrelationships and interdependence. The principal has

identified the needs of these three groups, emphasizing the training

necessary in participative decision-making and the ever-increasing
responsibility that has to be shouldered in developing a true community

school

School Planning and Building

With the notion of a community-oriented school at the heart of

early planning for the physical plant, a building different from the

conventional type was ensured. Even before the school was built, basic

objectives v!ore determined with independent study being considered

fundamental.

The preplanning stage ensured that innovative educational
practices in the school would be possible. With the inclusion of resource

centres in each major subject area, a main central library, large double-

size science rooms and laboratories, the clustering of rooms for each

discipline, and the w::11-placed staff work rooms, practices such as team

teaching and planning were realistically encouraged.

Construction of the administrative and guidance areas adjacent

to each other provided an integrated communication centre for teachers,

students and the community. Subsequent placement of the office of the
community-school coordinator in this general area enhanced the effective-

ness of communication.

School Philosophy

As stated prev:ously, objectives for 'he school were established
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before tne huilding was completed. These objectives emanated from the
decision to establish a communit.:-oriented school. By 1972 sufficient
progre',s hid been made to ena:)le tile implementation of a clearer
philosophy. To achieve this aim, two university professors were invited
te assist the school staff in estahlishing a school philosophy. The
tuo profes3ors conducted a series of interviews with the staff, students
and community. Their findings were submitted to a committee of teachers
for endormement: at that time the present school philosophy was
formalized. Evolving from this overall school philosophy, basic school
o6jectives have been determined. The following extract from a printed
document pinpoints the underlying objective for the school:

Each student is an individual with needs, abilities,
goals, interests and responsibilities, some of
will be major factors in the olanning and implementation
of an individual's educational exoerience. The total
society and the immediate communitv are acknowledged
as components in the total educational environment.
The community must he as much a part of the learning
environment within the school as the school L5 part
of the community environment.

The Development ef School Governance

As indicated previously, the principal is committed to developing
a form of governance for the school that reflects involvement from all
concerned groups ass,:iated with school. To achieve this, the
principal has involved himself in t.c, training of personnel to gain the
skills necessary for governing the school.

Since the school opened, input from teachers, support staff,
students and the community has been encouraged and reinforced. This
ongoing process has had an effect upon those involved. Governance within
each department involves collegial methods for decision making.
Community enterprises in the school illustrate a growing awareness of
the influence that can be exerted, while students generally have responded
in a positive way to increased responsibility.

Another indicator of developing shared responsibility within
the school is the evident respect that the paraprofessional staff have
gained from the professional administrators, the teaching staff and the
students. Throughout the schocd the paid paraprofessional personnel
provide input into the decision making process, thereby influencing the
overall progress of the schooi. Such a situation could only have occurred
in a climate conducive to the full involvement of all staff in the school.

Summary

The present staffing utilization exempi Hes the gradual evolution
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of practices consistent with accepted policy and objectives. To achieve

the current situation, commitment to the overall school philosophy by

many persons associated with the scnool was essential. The antecedent

factors relevant to existing staffing practices reiate to the logical

development of the community orientation of the school that influences

the activities of all involved in the school.

OUTCOMES OF PRESENT STAFFING PRACTICES

In developing a community-oriented school, increased community

involvement, changes in school governance, expanded program availability

for students and community, and increased teacher involvement ill

curriculum development are expected outcomes. Although these outcomes

have not been fully achieved, considerable progress has been made.

Greater cor'rol over the school's development has been given to

teachers, students ,nd the community. The result of this change has been

an increasin) acce_Lance by the staff to provide programs for the students

and community based upon need.

In providing these new proc)rams, emphasis has been placed upon

the integration of curricula from different subject areas and the

integration of community and school resources. The constraints of

timetabling, use of space, and student group sizes to accommodate the

new programs create problems with respect to school organization.

Staffing practices within the school are continually being modified.

As new prograMs emerge, new teaching teams are created, greater reliance

is placed upon resource centres, and curriculum content has to be developed

involving thc mastery of new skills by the teachers concerned. The sub-

sequent evalua.'on of new programs also introduces specialist skills

that are not readily available to all teachers.

As teachers at c,e scool have become more involved with Lhe pro-

fessional tasks of curri.ulual development and evaluation, the need for

supporting staff has increased. This trend is apparent in Table 6.6

as the respondents to the questionnaire indicated a strong pr2ference for

an increase in paraprofessional services.

Table 6.8 further supports the need for increased non-professional

assistance for teachers through the use of adult volunteers to provide

some secretarial and sure.rvisory assistance.

Within each department, the paraprofessional staff pre3ently

employed have developed specific expertise applicable to the particular

function they fulfil. The present classification of the paraprofessional

staff used by the school board may be quite inadequate when the wide

variety of skills and background needed to perform the services required

173



157

by this type of school is considered. As new programs develop, and the
professional tasks () teac'ler,, increase in complexity, greater reliance
is being placed unon paraprofessional and support staff to provide a
wide range of 2ssential clerical and technical-housekeeping functions.

An unexpected outcome has developed from the increased need for
paraprofessional staff. This concerns the relationship that exists
between them and the teaching staff. With teaching teams being modified
frequently and a variety of curriculum innovations being introduced,
responsibility for direction of the paraprofessionals has become somewhat
confused.

To maintain the effective use of paraprofessionals in the school,
the definition of their tasks should be clear. In addition, the
responsibility for directing the work of these personnel should be clearly
delineated to ensure that they are used efficiently and are not inundated
with trivial tasks.

Fundamental to the development of new teaching practices and pro-
grams is the need for more flexible financial support. The financial
constraints placed upon an individual school, due to the current financing
arrangements used by the provincial government and the school board,
restrict the flexible use of staff. As the principal has stated,
the withdrawal of any specific project or program funds means the end of
that particular project or program. One example relates to the special
funding of the community-school coordinator.

As the school moves closer to fulfilling its community-orientation
with programs diversified according to need, tHe constraints of finance,
staffing, program acceptance and governance may impede further progress.

INFLUENCES UPON CURRENT STAFFING PRACTICES

There are several influences upon the current staffing practices
in the school, but the particular project programs probably provide the
major influence. The principal indicated that withdrawal of project
funding would cause the termination of projects involved. As these
projects, for example, community-school coordination, involve the
integration of community and school resources, cooperative teacl'og, and
joint planning, current practices would be severely restricted if
finance was withdrawn.

Another influence-upon current staffing practices that was cited
by the principal refers to the continual increase in student numbers.
This increase places pressure on the availability of space, the flexible
grouping of students, and the flexibility of teacher usage.

As teaching practices in the school change to accommodate new
curricula developed by staff teams, so the dircction and requirements
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for paraprofessional services change. With departments cooperating in

curriculum development and community members becoming involved in tne

conJuct of these innovutions, the task definition for paraprofessionals

becomes incresingly diffuse. Even though these ta:Ls can he classified

as clerical and technical-housekeeping, complexity increases with greater

demands on time.

The classification of paraprofessional staff within the school

district seems to be not totally consistent with their use at the school.

As the use of paranrofessional staff increases in differention, the
secretarial classii,cation used for many of these personnel does not

reflect the functions th,lt they perform.

INTERPRETATIONS AND OPINIONS

Recently the school board decentralized budgeting to seven schools

in its jurisdiction, including LaZerte C.H.S. School control over the

budget will enable a more detailed appraisal of staffing needs to occur.

An increase in counselling and guidance personnel is already und...

consideration. With advent of school-based budgeting for the schocl,

the principalship team will not be able to spend so much of its time

assisting individual students wjth program planning. The responsibility

of this team to ensure that the money available is put to its best use

further supvrts the need for increased counselling staff within the

school.

As new curricula are developed, as cooperative teaching practices

increase, and as increased demands are placed on teachers' time, con-

sideration will have to be given to more specific role definition,

including some redefinitions, and to the employment of 2xtra paraprofessional

staff with training specific to the school's needs. Teaching practices

will need to be considered when new staff members are engaged for the school.

To overcome the problem of increased enrolments at the school

hich increase prc-sures on the use of space, imaginative new directions

wili have to be taken. The constraints of specific school hours have

already been considered by the principal and staff. programs are now

being developed to include weekends, evenings, and continuous periods

of time; for example, some field trips cover several days.

Coupled with grear time-flexibility is the need for greater

flexibility of space. A school huilding does no: necessarily have to

provide the total school environment. By moving into the community

great-,x variety is available to teachers in providing places to conduct

schooling and learning experiences. The staff has already ventured out-

side the school building, and with greater community involvement, courses

being provided outside the school building will become more acceptable.

With increases occurring in flexible use of time, programs

conducted outside the school buildings, and expertise required by teachers,
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staffinq practice., becot,le even more diversified. This diversifica-
tion reinforce Ihe need for well-trained parprofessiona.l staff.
DeortHurit Lu,,t dl rctain considorahle independence, but the amount
of interaction i iii () dcnortment should increase.
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SIR ALEXANDER MACKENZIE ELEMENTARY SCHOOL

(St. Albert Protestant Separate School District)

This school was selected because of its extensive utilization
of parent volunteers and the number of its students involved in cross-
age help pro?rams. Prior to interviewing staff and volunteers, all
filled out questionnaires and volunterrs kept daily log sheets for a

three-week period. intensive interviews based on these data were
conducted with a sample of teachers and volunteer parents. The principal

was also interYiewed on a number of occasions.

DESCRIPTION OF THE SCHOOL '')ND STAFFING PRACTICES

This K-6 school occupie- a single-storey building constructed
in 1958. The school was originily designed for Grades 1 to 10, and

and one time included Grade 11. With the opening of a high school, it

became an elemer.tary-junior high school. An addition which included

a large open-area was built in 1970. Since 1971 the school has enrolled

only elementary pupils.

The pressure for space forced the subsequent division of the
open area into regular classrooms. In all, the building contains
twenty-four classrooms, a team-teaching room used for music classes,
a library, gymnasium, administrative offices and staff facilities. There

are also two portable Grade 1 classrooms and two portable kindergarten

Cassrooms in the school grounds. Another kindergarten class meets in

the nearby church basement. A floor plan is included (Figure 6.4).

Approxir...tely 800 children attend this school, 700 being in Grades

1 to 6, and 100 in the kindergarten classes. More than half of the

students are bused in from the surrounding residential area.

Professional Staff

The 36 professional staff members include the principal, .:ho is

r. full-time administrator; the assi )nt principal and a guidance
counselor, both of hom spend one-third of their time in classroom
instruct'on; a full-time librarian; a remedial teacher and two half-time

resource teach -s, Ill three of whom are funded through special government
grants (their salaries are paid chiefly from the Learning.Disabilities
Fund grant, while materials and supplies are covered under an Educational
Opportunities Fund grant); 2.5 kindergarten teachers; and 26.5 teachers

for Grades 1 through 6.

The timetable is arranged so that for one period in every six
days, ali teachers of the same grade level Lave a preparation period

at the same time. Teachers are encouraged to discuss instructional

concerns but the initiative is left up to the individual teachers. One

teacher at each grade level is an unofficial grade coordinator. This is

really a titular po'.),ition since the principal utilizes all staff members

as liaison persons at various times.
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Paraprofessional Staff

Paraprofessional rersonnel in':nlved in the scHool nroarar, include
five school asistants; 28 parent volunteers ho attend on a regular basis;
approximately 45 parents who volunteer assistance for field trips, option
programs and special events; seven Grade 9 students; 60 Grade g students;
and GO Grade 6 students.

f the five paid school assistants, four work four hours per
day and onu works seven hours nor day. Their chief task is to supervise
children at noon hours and while waiting for and boardinn huses after
school. At other times, try are assigned to work in the library or in
the preparation of classroom materials. Twenty-one staff members utilize
the services of parent N,hlunteers who generally work for a par*icular
teacher one-half day per week.

ANTECEDENTS TO PRESENT PRAC-...2ES

Adult volunteers. The principal, during his previous appoint. -nt
another el?mentary school in the same school district, had inaugurated

a parent-volunteer program to provide assistance in the libra,.y. The
program had proved beneficial both to the school and to participating
parents. Therefore, when he assumed the principalship at this school,
he discussed his prior experience with the staff, and with th ir
approval advertised for parent volunteers to assist both classroom
teachers and the librarian. The itom in the '.:chool Bulletin for September
1972 read:

Volunteer Parents
We would appreciate having the services of parents to
assist elementary teachers in the following ways:

1. assisting the classroom teacher with group
work during language arts and arithrc.

2. assisting the classroom teacher with oh!._ctive
marking during class time.

3. listeni.lg Lc students read.
I4

. supervising self-testing activities.
5. assisting the teacher during art activit. es.
6. assisting the librarian in numerous wayL .

If you are interested and could donate one morning
week of your time, please call the principal.

The response from this one memo was sufficient to fulfill teacher
requests. In November 1972, as he had promised the parent volunteers, he
provided them with the opportunity to "assist at a different grade level
or class than the one in which you have been voluntering your time."
Very few parents took advantage of this rpportunity. Some felt that they
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..2r-c only t nou fneir ',,resent teacher and situation, ,:;hile
others felt needed ane didn't want to disappoint their teacher hy asLing

.0r- in a 7if7-ret neei. 7=uninn the sprinn terh-, the Principal called
especially tor Gra,jes 1 ar,d 3, tor remedial reading

and to assist in the library. In all, 34 parent volunteers assisted on
a regular hasis during the 1572-73 -chool vear. The program proved so
successful that it was started acia1n in Septeener 1973 and has continued
iCC that time.

1n73 Fall Tnr .rked the .ull i 1-mentation of the parent
..t ,taft th( 'nal and teachor,, Had

e _j'h'e benefits to teachers in tL d- the added'ase,istance
in .e library a'd in tI-,e o!e-iortnity for enhJ; ing the classrooe -ough
ce Ant-, .3rd

THe orientation program started in 'September 1574 after a short
introductory session in 973 h,d proved successful. The sess ions are
usually chaired by the principal and cover topics such as the role of
the parent volunteer, confidentiality, and teacher-parent relationsf.ins.
These sessions have been judged by the principal and volunteers as fairly
successful, but fhe inability of all volunteers to attend has hampered
their effectiveness.

CrOss-age progra s. The school has both internal and external
cross-age programs. The internal program involves two classes of Grade
6 stud2nts who assist in Grade 1 classroo, s throughout the year. This
progran has been in operation for four years and is viewed as very
succe,_sful.

The external prom-aes involve students frcv- nearby junior
hi H schools. In one program r,rad 8 students worL with Grade 3 studc, f-s.

This particular program has he:,r1 in operation for two years. In the
1.?74-75 school vear, fourteen fl,rade 3 students were paired with twenty-
nine students n grcic 2. Th,, r;rade 8 students chose this program as
their option Cour

The other external cross-age grouping is between seven grade ')
students who assist kindergarten children in U.qo classes. These students
chose this home eupnomic3 option.

Administration ot [he Adult Volunteer Pro:ftam

The folioeIng aceount of the prognam for the 1974-75 school year
was includeA in a report to the school board, June 1975.

Teachers who e)nted to participate in the
parent vc.anteer program were requested at the begin-
ping of the school year to indicate in writing to the
principal those deties in which they regui.. help.
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newsletter was then written soIicitind assistance in

specific areas and requesting a commitment of one

r.K)rnind per fro,-1 those who volunteered. After a

discussion with parents as to their area ol" interest,

they were then assigned to teachers for a further

elaboration of duties to be performed. Specific

details were worked out via 7hutual discussion between

parent and teacher.

Some teach- at the beginning of the school

Year held meetings with parents of their students to

discuss the program for the year. From this meeting

they obtained volunteers to serve thc.r needs both

for short and long term assistance.

Once the program had commenced, an orientation

session for ll long-term volunteers was held. The

role of the parent volunteer was discussed, and typical

dutie_; outlined.

The program has expanded during the last two

years to a point where it permeates the entire school

program. Parent volunteers are considered essential
and without their talents and the thousands of hours

that they contribute, various a'Jpects of our total

program would have to be curtailed.

It would he difficult to envisage our program
without the assistance that we are presently receiving.

Over one hundred and eighty parents have significantly

assisted teachers . . . during the past year. Approx-

imately seventy-fiv,: parents have long term commit-

ments to the school :1 thc way of volunteer help.

This ;-_hge: f:om one.morning each week during the
school year to three mornings per week for certain

parents.

Fol:owing list of ways in which parents

have been involved u. ng the 1974-75 school term.
This list is not al -hcompassing but does reflect the
assistance that teachers have indicated to me that

they have received this year.

1. Preparing teachiilg materials (i.e. charts,
typing stencils, constructing educational
games, displays, etc.)

2. Marking objective assignment and student,
exercises.

3. Cutting and.sta:oping ribbons fc., the track

meet.
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4 Cuttina and pasting pioLures, operating
(L;-,licating nachines, leHnating pictures,

5. Posting of art work and other student work
the classroom and in hallways.

6 Researching certain topics from the library for
teachers.

7. Introducing teachers to additional research
people for classroom activities.
Assisting the teacher with individual and s7j1
group work during language arts periods.

i. Assisting students %.:ith multiplication tables and
computation drill.

iO. Supervising students during classroom activities.
11. Listening to students read.
12. Assisting non-English speaking students on a

daily basis.
13. Serving as a resource person and guest speaker.
14. Assisting with field trips.
5. Assisting in the planning and operation of Out-

door Education Programs (i.e. serving as cooks,
cabin counselor, food buycrs, session leaders,
etc.)

16. Assisting with special activities at the school
(i.e. ortion program at grade three level; Pioneer
Days at grade four level; sewing coctumes of
Operetta, Christmas Concerts; operating conces-
sions at track meet, etc.)

17. Assisting with fund-raising (i.e. bottle drives,
rummage sales, etc.)

18. Co-ordinating and serving as group leaders for
the drade two swim program.

19. Serving on the Parent Advisory Board (approxi-
mately seven monthly meetings during school term).

20. Assisting in the library in numerous ways (i .e.
carding and shelving books; keeping shelves in
order; typing catalogue cards, lists of materials,
and book orders; processing transparencies;
laminating pictures; sorting and filing cards).

During the 1975-76 school year, twenty-one teachers had at least
one parent volunteer assisting them, usually one or two who came one
half-day per week and four to eight others who assisted on particular
occasions or for special events The tasks which teach-_rs assigned to
their parent volunteers are shown in Table E. 10 along wi_h the numbers of
teachers and parent volunteers who were involved in each task area.
in some cases one parent volunteered two half-days per Jeek to work for
two teachers. Half of the -)arent volunteers were dirctly involved

183



-11: elev,n

:

or ;-,.sinn

. r

aii. 7ar.--,t volt:: teen, assi,tec! tH teacHers on J..

ctnru :,roviUed assistance for specific cvent. 11 :T,arent

no c,ro assiihed 1-or a six to eivat perio so

thrit poIn -ay eci',11.7 ter-inc:te the arrJn:',..-...nt if diffic

iaiJio 6. 17

Voluteer Ta,Ls and lunher:

of Teachon, and ']oluntcrs Insfolved

Jo. of teachcrs l(). of volunteers

assigning task assi9ned to.Y.

Frepc:re in,tructional

Hterial, 12 II

issist children 10 14

1-;. , Hlo/collate 10 9

'lark tet,/assicinr,ents 6
2

Put unita..2 do,..:n dis7day-_; 3 7

'vorisia;;: in IL:!--ry 1
6

fiulJ trip,. 4 72+

t ..-2it!1 opti

pro,iro-R,oecLII cvcnt 20+

Total no. of personnel

involved 2-1 23

1H 1975 approxirately 20 parent volunteers asr;isted four "iirade

2 teachers i th a s',1inmino prograH held at the local pool for ten hours

June. Thu parent volunteers were pi .'on an orintat1on in soiminp

th ory and the approach to use with the chi iren. Doth land arid water

training sessions were included in the program which was conducted by

staff at the ;winilling pool Prior to [he pool sessions the parent

volunteers carc to the school and met the children. Tire program proved
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yen; successful e.,:pecially in that a one-to-one adult-student ratio .:ashos,iele for fee.-fui of .x.ater, .Thilc a .-;exi u sof3Jult ttKildneh u3s Tnc is reheated

s,doinistration of the Cross-Age Groupinc Procrans

Th.:. Grade 6/Grade
! prcwraH s:as initiated r-zinly the Grade 1teachers. The classes s:hich are paired meet usually once in six daysin eit±etr the ]rade 6 cr Grade 1 olassroo-. Each Grade 6 student hasa 'budd,' in raJe I for xhoH he !se) pr 7ars.-,s activities and a!)cutnroyns:,, ;-,eons a record. ;,ctivities include the Grade I studenttell;n:, a story: the Cirade 6 studunt siniting it da.-.'n and readine it back:o C'rildc Mudd'/"; Cie Grade 1 student illustrating a story .:rittenty. the Grade 6 student; the use of Hathematic

garses; sight vocabulary;r, cognition of nu-hers and letters; and siriple drills. The activitiesJ re usually suggested .v the Grade
1 teacf,er.

The Grade 8/Grade 3 nroerain is in its second year of operation.The hoped-for outcomes of the first year were not completely realized.The program demunded a great amount of planning time with the Grade 8teacher, since the elementary teacher was the more knowledgeable aboutideas for use with her students. This was difficult to achieve sincethey taught in different schools. The screening of junior-high studentsto eliminate those who felt it to be a "snap" course had not occurred.The teachers also considered that students should come more often thanonce a week and that they should be better prepared for their classroomwork including more training in accurate record-keeping.

The present program between 60 Grade 8 and 60 Grade 3 studentshas been much :..ore satisfactory. Advantages of the program include thenc,velty of having a non-teacher shows interest in the child's workand progres5, and the individual attention given to the child. Problemsthis have been minimal.

The Grade 2 kindergarten orogram involves seven junior-highstudents and two kindergarten
classes which they visit seven times duringthe two-month option program. Each visit lasts one hour. The projectis designed to assist these students in understanding five-year-olds andin choosing appropriate activities for this age group.

The school also uses the serices of junior-high school studentsfor special event: For example, sixty junior-high students act asleaders for track-meet days. Each is assigned a group of students whichthey take from event to event, and for whom they are responsible.
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HFLUENCES UP3N Pi:ESENT FP:-CTICES

Tee er-u-W_ in.,.olvem-nt of voluntrs in th- schoo, owes much,

to the personality of the principal and his previous experience with a

simil,r program. The willingness of teachers to use perent volunteers

for non-irtf,tructional tasks and the readiness of community members to

participate in school activities are also important factors. This

association of parents with the school has developed such a unique

relations.lip beteen school and community that were paid teacher aides

employed, the senool would still aci-vely seek the assistance of parent

volunteers. The program appears to have stabilized, in that the ilur-ber

of teacher re -iests for volunteers and the number of parent volunteehs

arc approximately equal. However, the t--)er demand has been lower

this year because of a number of staff c ,7,es whic brought new teac-ers

on staff at various periods during *Le year.

OUTCOMES

The program was initiated because it w=ls felt to be of benefit

to the students, the teachers, the school itself, and to the parents who

volunteered. The hoped-for outcomes seem to n=:ve been met to the

satisfaction of all concerned.

Teachers who nad utilized parent voiunteers commented very

favorably about the program. Of the 12 teachers interviewed, only ,wo

were satisfied with their present number of volunteers, while the other

teachers were anxious to request more volunteers next year and had

already decided on the tasks which they would a;locate to them. When

asked about advantages of the program, nine mentioned the opportunity

to further individualize their program and to spend time on proaram

planning rather than on the preparation of materials. Five suggested

that the materials developed and/or prepared by volunteers provided

instructional matter for pupils that would otherwise not be available.

With respect to students, seven -eachers indicated that the presence of

another interested adult was very beneficial in encourizning and supportina

learning in the classroom and in Freviding a second poiht-of-view for

the teacher. The opportunity to provide more immediate Feedback to

students through marking was also mentioned, as was the extra attention

afforded children with difficulties.

Parent volunteers were also very supportive of the program.

Eleven parent volunteers were interviewed. All had children in the

school and saw their involvement as a way of indicating to their children

the premium that they put on education. They felt that this provided a

welcome opportunity to get involved in the school, and to obtain a better

understanding of the teacher's role and the school program. It also

allowed them to keep up their typing and office skills.

Like the teachers, parent volunteers desired that the program

continue and expand, with ten of the eleven interviewed indicating

their willingness to become a paid teacher aide.
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The thineipal felt that the :.ro,-:ra had provided an avenue
whereby cr-)mur,ity nenbers wer.d ab!e to find out wkat actualli took place
ir school, to bt,c. ciare ol the extent and coplexity of the teacher's
role, and to become more familiar with the content of the present elementary
school proqra. It glo provided an opportunity for Close parents who
had voiced criticisms of the school program to become involved in the
school.

Parent vl J. leers were unable to na'-e any probler,ls ii th the
procram. Teachers .s:)ecified few problems, ut many indicated a concern
to util!ze the parent volunteer to the full extent of his/her competencies
and also to meet the needs/interests of the paret volunteer by, where
desired, balancing classroom and workroom tasks. One drawback mentioned
',:as that the short time the parent volunteer was in the scd,00l (usually
one half-day per week) prohibited continuous contact with any particular
child.

S:nce the program began the principal has had to :lediate between
a teacher and a parent volunteer on only three occasions. Once the
parent volunteer uid inadequate work; once a personality clash occurred
between the two; and once the parent volunteer was only interested in
teacher reaction to her own child.

Of all the parents who volunteered only three or four stopped
coming to the school during the fall term. Of these, two moved away
from the community. Other reasons given usual!. involved other prioritie.
but at least one volunteer found that the tasks were more tedious than
she had expectod.

INTERPRET:TIP' -) OPINIONS

personnel ih/olved were very pleased with the parent-,olunteer
program. With present financial constraints, any changes to a paid-
teacher aide Program are unlikely. A number of the parent volunteers felt
that thei woud E'e interested in working as paid teacher aides, but tke
unionized job definition for the five sclool assistants presently employed
precludes any in-class work, a negative factor for many parent volunteers.

While all involved in the pronram were generally satisfied and
wished to see it continue, a number o suggestions for improvement were
made.

Some Parent volunteers indicated that t!ley had sought assistance
from more experienced parent voHHteers, especially on problems related
to their actual assignenu Due to the diffidence of some parent
volunteers in approachino t:1( administrators ()r- the teachers, a coordinator
of parent volunteers who was an "outsider" might prove to be the
most empathetic contact. This more ex periereed volunteer would act
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as a r:'scurce prsor ,Dr- the n-coers. Tha ;Trircipal su,,Dcestea tna:

,uon a on I 0 lso taI...z ov.D,C all aJ n I C a t atle

7)rojr,73:- er-,t,_ of- oarent

volanteers to teacnL.;1-,.

Eirce so-e teacher seee.-1 tn -,ore a.-are than .ere others

the secific co.---.rcies and int,..rcsts of th,?ir par:-2nt volunteers, so,-e

atte7-t 1:,ht 'De 2Ie to enco:Jraco all teachers to exalore these areas

In Darticul,ar, abc.,ut necessary outco-:, 07

the Tirst ihterv;2.: Dareot
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S:HOOL

-; Eehce: ::strie.:

St. Mary's Community Su(,,-,1 iodated in Southeast Caigarv on
the Frince of the cjo.-.7.town center oi e city. The three school
t)uildircs surround St. "ary's Cathe-ira and are c..ided by a rail

Tihe 5,,:ildinc serving Grades i-j students is appr-oxi-,ately
t.. bicks so,:thwest of the building serving Grades 10-12 students.
T-, buIlding serving Grades 1-6 students is one half-block north
c' t-e junior hich buill:Eing and one and a half t.locks west of the

igh Of the three buildincs the junior high one is
:fle anci is most in need ,f repair an_ mclernization. The
sThool district has maintained special interest in the school since
its J,=.ignation in 1q70 as a community school. The school was
selected for inclusion in this stu,:/ 5.L-cause of staffing practices
which have been adopted since this designation. Other schools in
the district also nave developec strong community orientations.

The enrollment in March 1976 was as follos: Elementary
School Division 185; Junior High School Division 3z; Senior High
School Division 1078; giving a total of 1592. These .,:tudents are
served by a professional staff of 88.58 FTE assigned a:. follows:
Elementh:y School Division 14, Junior High School Division 22 and
Senior School Division 52.58.

St. Mary's .ees itself as being a community school in two
senses. First, the school is seen as a community of schools in the
sense that three formr- schools, St. Monica's, St. Martin's and
St. Mary's now operate as one school in a mutually supportive and
interdependent relationship in terms of cross-school use of .pecia'-
purpose spase (e.g. gymnasia, shops, iaboratories). The St. Mary's
administ ators can and do exercise discretion in ailoLating resource,
across three former schools. Prior to 1968 St. Mary's operated as a
boys' high school, St. Martin's as a girls' high school, and St.
Monica's as an elementary school and junior high school. This prior-
to-1968 arrangement still exerts influence. In the eyes of the
alLlini and teachers who have been at St. Mary's since 1968, the
history of the schools provides one basis for considering how well
St. Mary's is defining and achieving its current purposes.

Another element of St. Mary's environment that influences its
tmosphere and climate is the operation of the following system-wide

programs ::ric services within its buildings: (1) Senior High School
divisions five work project classes (a continuation of general
learning disabilities classes), and a Compensatory Education Project
group of students; '-nior High School Divisio,1 an intermediate
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Leeea,:er -odifice:ion class,

ee: e- _
crel=lee. cellec -2

cles; and an H_rdel:o :els ee ter for students

aving hearing ae,1 viicr hundicae,; (3) Elementary School Division --

3 learning disaHlities class, a class fGr the reading handicapped,

an early childhood cless tor the learning disabled, a teacher resource

centre (for use of teachers in curriculum construction projects), a

Fin, Arts '-etecia'- center Jor use bv ur-Jups of students, teachers

ard p,3rents),an,..i use of Elementary Mop and Home Economics facilities

by students or ? trensport hasis fron five other schools in the same

school system. Eve though these special activities are system-
wide in nature and budgeted by certral office, the teaching persce
ai.signed to the special activities participate to varying degrees .n
.',eaff meetings and in some cases participate in extra-curricular
ac-.tivities. In addition these personnel contribute to the diversifi-
cation and differentiation of the personnel workieg n the site.

Secondly, sone aspects of the St. Mary's prog.-am invo7ve the

community, .s ail the senior high schools in this school district.
An arti .

late and active commLe 'ty advisory council, eleeted by parents,
adviset, tle -;chool administrar.ors on aspects of the school program. In

addLion the school extends into the community through work-experience
programs (abou.- 40 high sclepoi sLudeets), special-project programs
(approximately 60 students), and work-study programs (students in the
high school genera) learning disab)lities classes). Work-experience
and speoial-project students are regular hiqh school sudents receiving

high school credit for performing services under the supervision
the Work-Experience Coordinat.)r. The d:fference is that work-experience
students receive pay from their employer and work for a larger block

of time, !he special-project students receive only high schcol

credit. Several rf the special-proiect students funetion as teacher

aides in the Junior High ScHool and E'ementary School divisiens. The

work-study students are reeularly emplceed for half-a-day p,r day

and are under the super,: of teacrers assigned by central office

to the high rchool gener,il learling disa.pilities program.

Anoth;:r extension to the communit/ is found in the Physical

Education program wheie high school credit is given for community-

based programs such hockey, figure skating, basketball, track

and ballet. In each. case the community erograil is subject to the
argroval of the school: a supeivisor or instructor of that program
assumes responsibility for each student's instruction and supervision.

The extent, intent and purpose of the ,ommunity activities
make it difficult to draw a line around the school to separate school

activities from community activihies. This is made even more comple

by community use of the school facilities, particularly ir the
gymnasium areas,
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The extent of system-wide use of physical facilitie0
involvement of system-wide personnel with St. Mary's School 1N1Ls, It

difficult to draw a line between personnel serving St. Mary S YQ.1-)G41

and the system.

In general tne coordination and cooperation of all Irv/I:110d

personnel and agencies seems to operate to the advantage of Stodeot%
at St. Mary's and students in the system as a whole. In a real
sense St. Mary's seems to operate as a school offering altefives,
for many different types of students. For example, it accee% %001rits
in special classes and students who, as a result of a sYsteride 5e0
enrollment policy, opt to attend St. Mary's after experienc0
culties elsewhere.

CLASSIFICATION OF PERSONNEL

(1) The Principal has an office in the Senior High
building and serves as administrative head' of the entire co(fTle,
This position is currently filled on an acting basis while
is on leave.

(2) Directors

(a) one director is assigned to the Senior High School Wlyivi
and looks after budgeting for the total school;

(b) one director is assigned to the Senior High School Wiyipo
and looks after curriculum development for the total str01;

(c) one director is assigned to the Junior High School Wiyipo
and looks after Physical Education and Guidance for tpcal
school;

(d) one director is assigned to the elementary division.

The roles of the Tuur directors are unique in that, 0 vap.J11)
g

degrees, they act as classroom teachers, curriculum specialisky, orlq
building administrators. Directors receive an administratiVe 15,01)05
and are in a line relationship in the administrative structdr,

(3) Co-ordinating Teachers are assigned to the foliel,g
areas: Physical Education, Student Activity Guidance, Work
Business Education, and Religious Studies. These personnel 1.1va

responsibilities for planning, some budgeting, overall coord!')otioil
and supervision of developments in their area of specializafl%r. ft)eY
are released from teaching for one to two periods a day and rceive ao
allowance. In addition there is a coordinating teacher assiglvl tO
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the Junior High School Piyision who assists the director in the daily

administration of the building. With the exception of the Junior

High School Division coordinating teacher, the great majority of the

coordinating teachers' efforts are devoted to the Senior High School

Division.

(4) Chairmen are provided for Social Studies, Religious

Studies, Mathematics, Science, and English. They are released from

teaching for one period a dFly and do not receive an allowance. As

contrasted to coordinating teachers, the chairmen are assigned more

on an academic-discipline, subject-matter basis, and focus more of

their attention on the Senior High School Division.

(5) library Staff. A teacher librarian is assigned to the

Senior High School Division and a library technician to the Junior

High School Division.

(6) Counsellors are based in the Senior High School Division.

On occasion, they also help students in the other divisions of the

school. In addition the school has an a.lsigned chaplain who is

available in the school approximately 60 percent of the time.

(7) Special Education Teachers. To meet system-wide Special

Education needs, the school houses the following staff: teachers for

the generally learning disabled in all divisions; a behavior modifica-

tion specialist; a remedial-reading specialist; a part-time specialist

in vision and hearing handicaps; and teachers of children with special

problems (the CEP and PEACE groups). While these special teachers

function On the site of the St. Mary's complex, students who regularly

attend St. Mary's have no greater access to them than have others in

the system. The entry of students to those classes is through referral

to the system central office and is based on a differential diagnosis

by central office psychologists. However, students for whom the

remediation efforts have been successful often elect to remain at St.

Mary's.

(8) Teachers -- special emphasis is placed on theii advisory

function. While teachers have this general responsibility, advising

times are also regularly scheduled for specially designated groups of

students. In addition, the Senior High School Division has regularly-

scheduled "seminar" periods. During these periods, students requiring
tutorial assistance are encouraged to seek it.

The teaching arrangements in some subject matter areas allow

students to choose between a traditional lecture/discussion approach

and an individualized project-oriented approach. Both the teaching-

advising aspect and the seminar periods enhance the staff curriculum-

creation efforts that underlie the individualized project approach.

This individualized approach is most fully implemented in Social Studies
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and Phvsical Educatior. However substantial efforts are being made
in the Science area, particularly in Biology.

Teacher aides are employed for Senior High School and
the Ele,'entar,. School Divisions. The first of these aides was employed
in U73. They all pertorm cpme clerical function. However, the aides
working with the following Senior High School division areas
Social Stdies, Religious Studies, Business Education, Physical Education,
and Science fulfill a primarily clerical function (e.g. record
keeping, test scoring, uoplicating materials). These aides appear
to be essential in both the c,,ration of materials for and the
implementation of the individualized project learning approach. The
aide in social studies, while acting as a clerical aide, assists
students in locating reference and textual material. The aides in
Hone Economics (cooking), Home Economics (textiles), Fine Arts and
the E!ementary School Division tend to function as instructional
assistants in that they work directly, under teacher supervision, with
students in the aspect of the instruction that relates to the develop-
ment of skills. Some clerical and/or inventory control activities,
as well as clean-up activities, are required. The library aide is
primarily involved with circulation and control of books, but the
aide interacts directly with students in terms of locating research
materials that are germane to the student's topic of interest. A

technician is employed to control, maintain, circulate and store audio-
visual materials. A summary of number of hours per day of service
provided by teacher aides for St. Mary's School follows:

Assigned Area of Activity Hours/Day

Library Audio-Visual
Technician

Library Aide

Home Economics (foods)

Home Economics (textiles)

English Department

Religious Studies

Physical Education

Fine Arts

Business Education

Science

Elementary SchoC Division

full-time (also serves other
schools)

5 hours

5 hours

2 hours

3 hours

3 hours

6 hours

4 hours

3 hours

5 hours

5 hours
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(10) Work-Experience students in the Senior High School
Division are assigned to work at various tasks in the Junior High
School and Elementary School divisions. These students essentially
work as teacher aides and their duties may vary from clerical and
materials duplication to tutorial and small group instruction. As

Senior High School students they are supervised by the work-
experience coordinator. As teacher aides, they are supervised by the
professional personnel to whom they are assigned. The number of
students so involved varies from time to time but averages about 15.
The time commitment is one hour per day.

(11) Volunteer Parent Aides are used in two organized
programs, one In the Junior High School division, and one in the

Elementary School division. Other uses of parent volunteers are
developed on an ad hoc basis (e.g. supervision of field trips, class
party chaperones). The volunteer-aides in the Junior High School
Division operate a hot-lunch program for three days a week, which
involves four parents at any one time. The volunteer aide program
in the Elementary division is the project of a Ladies Service organ-
ization which provides assistance in the teaching of reading. It

involves five aides, each for two hours per day.

(12) Police Resource Officer. The City of Calgary has
formally assigned a police constable to St. Mary's School. This

experienced officer operates on a consultant basis and has his focus
almost wholly on prevention as opposed to detection and apprehension.
In addition the officer is included in regular staff functions and n

coaching of student activities. This program began in 1974.

(13) Recreation Officer. Through securing a special grant

St. Mary's School has been able to employ a recreation officer whose
primary function is to make available and encourage out-of-school-
hours use of the school facilities by both school-age children and
adults from the larger community served by St. Mary's. This program

began in 1974.

(14) Business Manager. St. Mary's has a business manager
who is responsible for all cash flows that result from school activities,
and for purchasing or ordering the materials needed by the school.
Further, he selects and evaluates all clerical personnel, including
the clerically-oriented teacher aides, and he supervises the work-
experience students who operate the centralized telephone switch-
board. The school bus and drivers, assigned to St. Mary's School,
are scheduled and supervised by the business manager. This position

was created in 1974.

(15) Wirse. St. Mary's has the services of a public health
nirse, assigned by the city health department. She functions in the area

o health follow-up as well as preliminary diagnostic screening and
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emergency care. The nurse is assigned approximately 0.75 FTE to the
school complex.

(16) Special Teachers. Because a considerable number of
non-English speaking students attend St. Mary's, two half-time
"English-as-a-second-language" teachers (one elementary and one
secondary) are employed at St. Mary's.

ANTECEDENTS OF PRESENT PRACTICES

The present staffing patterns have developed from changes
introduced in 1970 with the establishment of St. Mary's School, as
it is presently constituted. Since 1970, the staffing pattern has
changed, especially with respect to the roles of administrators in
order to facilitate the achievement of the goals of the school.

The establishment of St. Mary's Community School was a decision
of the school board which outlined three purposes:

(1) the integration of three schools;

(2) the implementation of a community-school concept; and

(3) the provision of independent-study as an alternative
to traditional instructional patterns.

The three schools were amalgamated to correct an imbalance of special-
purpose facilities, such as gymnasia and shops. The housing of system-
wide services, an aspect of the community school concept, was due,
in part, to the availability of space following declining enrollments,
and to the central location of the school in the school district.
The other aspects of the community school concept, namely involvement
of parents in the operation of the school and extension into the com-
munity, were introduced to solve the problems normally associated with
inner-city schools, such as poor attendance, discipline, and the special
educational needs of students from a low socio-economic environment.
Attempts at solution of these problems, particularly the latter, also
provided a rationale for offering independent study and traditional
instruction as alternatives.

The intent to integrate three schools led to the introduction
of an administrative structure in which administrators were assigned
roles encompassing all three divisions of the "new" school. The
currently existing administrative structure has partly resulted from
the marked annual movement of administrators since 1970. The function
of the earlier discussed director role varies in terms of the expertise
of the personnel assigned to the directors' positions in the complex.
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As the personnel designated as directors have changed each year, this

reassignment has contributed to the evolution of the directors' role.

The implementation of the community-school concept has two

aspect. The establishment of the community advisory council, and

community use of school facilities, together with the appointment of

a police resource officer, a recreation officer, and a nurse, involved

the community in the operation of the school. The special-project,

work-experience, and work-study programs, together with services

meeting system-wide needs, are extensions of the school's activities

inco the community. Another instance of this extension is the granting

of credit for participation in community-based sport and recreation

programs.

The employment of teacher aides was primarily intended to
facilitate development of the independent study aspect. These aides

were sele2.ted for their clerical or technical skills, but their roles

have'been developed by the professional personnel to whom they

were assigned. In some instances this has led to aides performing

duties, related to instructiun as described earlier.

Another consequence of the emphasis on individualizing instruction

has been the formalization of the counselling role of teachers in

the "teacher-advisor" program.

INFLUENCES ON PRESENT PRACTICES

One factor which has influenced the present staffing pattern

is the support of the central office for both the community school

project and the individualization of instruction. This interest

has facilitated the recruitment of administrators and teachers of high

quality.

The lack of understanding of the extent and manner in which

non-certificated staff may interact with pupils has in part resulted

in a variety of functions being performed by aides. This lack of

understanding exists regardless of the detailed working of a school

board Regulation (attached). Some teachers have adopted the attitude

that aides would not be involved in direct interaction with pupils,

other teachers have accepted supervisory activities as legitimate,

while others allow aides to perform instructional tasks. Some aides

are restricted to clerical or technical duties, as these are sufficient

to occupy all their available time, even though teachers would like

to use them in other capacities.

The role of the police resource officer has been developed by

the incumbent who has held the position since its inception. One
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problem was perceived to be the potential interference of the enforce-
ment Linction with the counselling function. The effect of enforcing
las upoo the relationship of the officer with students was minimized
by communicating to students that observed breaches of the law would
be acIed upon but that the officer would not actively search for
such infractions. Thus, the "counselling" aspect of the officer's
role .,ias given priority.

The presence in the school district of a "model school,"
with a heavy emphasis on individualized instruction and independent
study, has influenced the development of the present staffing pattern,
especially with respect to the role of aides. Strong parental
opposition to an initial plan to establish St. Mary's as a "model
school" resulted in a change t8 -ale plan implemented in 1970. This
reduced emphasis on the individualization of instruction, compared
to the emphasis in the "model school," may have reduced thc number
of aides employed and inhibited the implementation of an indivualized
instruction strategy at St. Mary's.

OUTCOMES

The employment of teacher aides was seen as an esser-ial
prerequisite to the implementation and maintenance of an individ-
ualized study program. The extent of individualization varies with
the subject area, as mentioned earlier. Thus, the intent to offer
alternative instructional patterns has only been partly realized.
The addition of more aides could be expected to increase the extent
of individualization in these subject matter areas even if the
number of teachers were reduced. However, some teachers seem to
believe that their subject matter areas were inappropriate for
individualized study. In such areas, therefore, the addition of
teacher aides would not necessarily encourage the development of
individualized programs.

The intent to integrate the three original schools has been
largely unsuccessful because administrators with cross-divisional
responsibilities are perceived as spending most of their time with
the division in which they are based. There is, however, some
sharing of special purpose facilities (e.g., gymnasia, shops,
laboratories) and exchange of personnel (e.g., counsellors, Physical
Education teachers).

The police resource officer has been successful in estab-
lishing a counselling function as well as acting as a resource
person for teachers, but data are not available on his effect on
crime rates in the school.

The pattern of administrative staffing is likely to continue,
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although the cross-divisional components of the director's roles can

be expected to change with changes in the incumbents. The opening

of a new school, which will draw students from St. Mary's, may

reduce the administrative complement and alter the administrative

structure.

In the opinion of those interviewed, future budget restraints

are likely to reduce the number of teacher aides employed in the

chool. A potential effect of this reduction is a decrease in the

availability of aides. Both teachers and aides favor an expansion

of the aides' role, to include supervisory and limited instructional

duties.

The following major problems exist with respect to the present

staffing patterns: (1) how can the existing cross-divisional

functions of the roles of administrators be insured, and (2) how can

the cross-divisional responsibilities of other personnel be enlarged?

CONCLUSION

The present staffing pattern has developed since 1970 in

attempts to accon,plish the following three objectives: (1) implement

the "community of schools" concept, (2) implement the community-

school approach and (3) individualize the instructional program.

None of the goals implicit in these overall objectives have been

fully attained. However, some successes have been documented and

the process of change is still continuing. The observations and

interviews at St. Mary's School have indicated that the differ-

entiated staffing aspects of the three thrusts have co-trlbuted

positively to those goals and have promise of making fur.her

contributions. The general attitude of both staff and students

seems tobe positive and the level of achievement of students has

been improved by these endeavors.
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CALGARY ROMAN CATHOLIC SEPARATE SCHOOL DISTRICT
REGULATIONS ON THE UTILIZATION OF
TEACHL:R ASSISTANTS IN SCHOOLS

I. The appointment and use of teacher assistants
is to be the responsibility of the building principal.

2. In those instances where a teacher assistant
iF assigned to a teacher, that teacher will file a job
description of the teacher assistant's duties with the
building principal. This job description is to be avail-
able for review, on request by the Superintendent and/or
the President, Alberta Teachers' Association, Local "55.

3. In the utilization of teacher assistants, both
salaried and non-salaried, building principals and teachers
c:re advised that they must retain the responsibility for
the physical well being and the educational welfare of
all students in their charge by carrying out or supervising
the professional duties of motivating students, diagnosing
their learning needs, prescribing an educational program
to meet these needs, implementing the program and assessing
the educational results. It is further advised that
teachers and ultimately the building principal are respon-
sible for supervising the instructional activities of
teacher assistants.

L. Building prftcipals shall not assign teacher
assistants to certificated personnel without the coosent
of the latter and shall acquiesce with any request by a
certificated member of staff to dispense with the services
of his or her teacher assistant.
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STRATHC0ft\--PJFF0MiJIL', cCHOOL

Strathcona-Tweedsmuir School is a non-denominational, independent

school for boys and girls in Grades 1-12. It is located eleven miles

south of Calgary on a 147-acre site on the edge of rolling foothills

country. The school -ras opened in September 1071 and provided for the

continuation of two schools, one for boys and the other for girls, which

had previously existed separatel in Calgary.

A Board of Governors i
responHible for the overall policy of

the school. This body is elected by members of the School Society to

whicn all parents of students belong.

A teaching staff of 24 serves Ihe 'student pogulation of 306.

The majority of students reside in Calgary and are transported to and

fro- school daily in a fleet of privately-cwnd buses.

STAMNG PRACTICES N 1975-76

The professional staff consists of 23 full-time teachers

(including the Headmaster and Assistant Headmaster) and one half-time

teacher. A business manager, three secretaries and one library aide

(four-fifths time) constitute the paid paraprofessional staff. Four

adult volunteers nrovide
occasionalassistance, three in the Elementary

School and one in the library. Six students from Grades 10,11 and 12

serve as volunteer aides in the Elementary School.

Professional service is provided in a distinctive way in two

oth,-..r areas. Three persons visit the school to provide instruction

in music to individual students during school hours. Tuition is given

in piano, guitar and violin, with the violin instructor also working

as the school library aide. A consultant visits the school periodically

to assist with the diagnosis and counselling of students with 1( 3rnino

difficulties. The parents of students involved in the music and remedial

program are billed by the school for the full cost of these services.

Professional Educators

Specialization. The Elementary School has six clisses, one at

each of the grade levels. Each of the six teachers has responsibility

at one grade level. However, some degree of specialization exists.

In the Elementary Division (Grades 4-6), each class receives instruc-

tion from at least two teachers in the basic academic subjects of

Mathematics, Language Arts, Science, and Social Studies. Instructior

in the Primary Division (Grades 1-3) is not departmentalized in this

cashion. For all Grades 1-6, in addition to the above, one teacher,

who also instructs in the Junior High Division, provides instruction in
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Physical Education; another teacher, employed at the school on a half-
time _basis, gives instruction in French; while a third conducts a
Choral Music program. In this report, the term "Elementary School
teacher" shall refer to the six teache,-s resporsible for Grudes 1-6
and the half-tire FrencL1 teacher.

:xtensive snecialization occ.Jrs at the Grades 7-12 level iith
Fp.; teachers providino instruction in more Lhan one sW7iect. Persons
other than those defined above as Elementary _Ichool teachers are
described in this report as teache-s of Grades 7-12.

ThP Ileadmaster. Thc Headmaster of the school teaches Chemistry
at the Grades 10 and 11 level for 8.3 hours per week. In addition to
general administrative an( supervisory work at the l,chool, he meets
with the Board of Governors on two occasions each month and attends
m2etings of service clubs. He resides in a school-owned home lccated
on the site.

Other positions of responsibility. A distinctive feature
of the staffing Pattern is that 12 of the school's 24 teachers hold
designated positions of responsibility. In addition to the Headmaster,
four Division Heads have been appointed: (1) Senior High, Grades
10-12 (this person also serves as Assistant Headmaster and )epartment
Head of English); (2) Junior High, Grades 7-9; (3) Elementary, Grades
4-6; and (4) Primary, Grades 1-3. Further, eight Department Heads
have responsibility for the following areas: English, Science,
Mathematics, Social Siudies, French, Physical Education, Library a:1d
Guidance.

Salaries. Staff salaries are determined in a manner which
permits the inclusion of merit factors. New teachers are employed for
a probationary year with salaries negotiated on an individual basis,
though these generally conform to those paid in the large city systems.
Thereafter, salaries continue to be determined i. dividually with
account being aken of positions of rcsponsibility held, teaching skill,
and involvement in extra-curricular activities. Formal evaluations of
all staff are conducted periodically by the Headmaster and the Assistant
Headmaster, and to a lesser extent by the persons with positions of
responsibility.

Ilse of instructional space. The only sharing of instructional
space takes place in the Elementary School, where teachers have access
to an activities room and, for the school as a whole, in the single
gymnasium where Physical Education teachers frecuently work side-by-
side.

Team teaching. Little team teaching takes place at the school.
The two teachers of Grade 9 English have classes schedu!ed simultaneously
to permit a team approach when desired. Two Physical Education teachers
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employ a team aPgroach on occasions when sharina gymnasium space. The

teacher possessing special expertise in a narticular area will assume

the role of instructional leader for both grouns of students. In

1974-75, one social studies teacher and one science teacher collaborated

in the teaching of a unit on Urban Studies. Teachers have worked in

teas for various Outdoor Education projects.

Curriculum and instructional planning. Joint planning for

instruction is infrequent and usually takes place informally between

teachers of a particular subiect at a given grade level in the junior

and senior high schools, and between teachers within a division (Primary

or Elementary) for Grades 1-6. Joint curriculum planning is done on a

more formal Lasis by department the Gradps 7-12 level, and by

divisi^n Eor Grades l-6.

Evaluation. Teachers do not engage in formal evaluation of

each others' work except for summative purposes by administrators as

outlined above. Some info,-mal evaluation occurs through intervisita-

tion at the Primary level.

Extra-curricular activities. The expectations and incentives

for teachers to assume responsibility for extra-curricular activities

extend beyond those found in the typical school in Alberta. The

Headmaster, for example, feels that every student and every teacher

should be involved in at least one such activity. Teachers supervise

the activities of 50 different clubs in addition to the usual recess

and noon-hour patrol and minimal supervision of bus-loading at the end

of the day.

Paraprofessionals

The school employs a business manager and a secretarial staff

of three. One secretary, who has been with the school from its incep-

tion, servesessentially as an administrative assistant to the Headmaster.

This person reported extensive contact with students on emotional

matters and participation to a considerable degree in communications with

parents, teachers and the community. She is a member of two committees

of the Board and has frequently interviewed prospective students and

staff. The other secretaries share recept'on, clerical and bookkeeping

activities.

library aide is employed for four days per week. This person,

who holds a professional music-teaching qualification, provides

instruction in violin to individual students during school time on the

other day. Her previour experience, other than in music, has been in

the secretarial field. She works under the direction of the teacher-

librarian, and performs a variety of activities, including explaining
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to students how to use the library and reading.to groups of students
from the Elementary School.

Adult Volunteers

Four adult v, ccasional assistance to cl
teachers. One helps J library aide, and has li

contact with the studul ,, and administrators. This pei,on
is scheduled to assist on two half-days each week but this is an
informal arrangement with actual participation being irregular.

The Grade 3 teacher obtains regular assistance from one parent
for up to three hours per week. This volunteer gives individual help
to children who may need drill in a particular area. This person nas
A daughter in the class. The five other parents have provided help
for this teachc- n the current school year by working at home on
such projects as making puppets and preparing material for bulletin
boards. The Grade I teacher indicated that two adults had provided
assistance for one half-day each week in the fall after an invitation
has been issued. These persons did not come during the winter. The
Grade 6 teacher plans to use adult volunteer assistance for a two-
week outdoor education project in the spring.

In previous years, several parents have worked as assi.,tants
to teachers of social studies and science by maintaining files of
clippings fr-1 periodicals.

Opportunities for parental assistance in extracurricular
activities extend beyond the normal pattern for Alberta schools.
Participation is in areas such as guest-speaking, judging at track and
fi.eld meets and public-speaking contests, organizing the school fair,
ski weekends, white-water canoe activities, and the annual Father-Son,
Father-Daughter Trap Shoot.

Student Volunteers

Six students from Grades 10, 11 and 12 provide assistance to
teachers of the Elementary School for course credit under the provisions
for.Special Projects. Each student is involved for an average of 3-4
hours per week. The assistance given includes mathematics drill, listening
to students read, correcting homework, preparation of display work and
materials for art, and escorting :hildren to the library or physical
education classes.

Other Professional Assistance

The school also differs from other schools in (1) the manner in

which assistance is given to students with learnind difficulties, and
(2) the provision of music instruction.
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Remediai teaching, guidance and counselling. The school acts

essentially as a referral agency for students with learning difficulties.

Studencs who are experiencing major difficulties with reading and

matherotics are referred to a private consultant for diagnosis and

remedial attention. The necessary arrangements are made by the school

with parental permission, with tne parents heina billed fo. the full

cost of the service. The c(--,ultar visits the school to

work with students.

One teacher, with t!,, n bility of Head of

Guidance, is available for general student .,uid.lce and counselling

for approximately 7.5 hours per week. Additional guidance for students

in Grades 7-12 is provided by classroom teachers who are each assianed

12-15 students. Communication on a once-ner-month basis is encouraged

under this Teaeler-Advisor Program.

Music. Stuaents in the, Elementary School receive class

instruction in choral music, while junior and senior choirs operate on

an extra-curricular hasis. A distinctive practice is the provision for

private lessons during school time in piano (15 students), violin (7)

and guitar (5). The involved students may either leave their regularly-

scheduled class or attend during the noon-hour break. Parents are

billed for the full cos't of this service.

ANTECEDENTS OF PRESENT STAFFING PRACTICE

The staffing practices outlined above heie been in existence

since the school was establi.shed in 1971. The various influences

which have had impact are discussed below.

From the outset, the Board of Governors and the Headmaster

have endeavored to develop a staff whose members were compatible with

the special needs of a school offerina an alternative to the public

school system. A high degree of commitment to the goals of the school

and to a career at the school was sought. In an endeavor to achieve

these objectives, applicants for the first teaching positions were

required to complete a total of eighteen hours of psychological tests

administered by an outside consultant. Most of the staff who were

anpointed in 1971 have remained with the school and hold positions of

responsibility.

Staff have been hired since 1971 in response to the increasing

enrollment. Their qualifications and experience have been perceived as

beirg consistent with the school's objective of pursuing academic

excellence and providing a balance of academic, physical and character-

building programs. The influence of school goals on other aspects of
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staffing practice is discussed in the next section.

Extensive parental involvement has been an important a"r
of the school since its formation. This has arisen, not only
the nature of the scho 7! and its method of governance as outlin0q
below, but also Iron need. The location of the school and the
vision for a variety of extra-curricular and outdoor education
programs necessitates extensive parental cooperation with tranOyt,v
tion and supervisio. "1,-;o, in the early years of the school's
existence, parent- '../ith secretarial and clerical dutie0

_S ON PRESENT PRACTICE

The Pursuit of Academic Excellence

Many of the staffing practices described above have thei;
foundation in the nature and philosophy of the independent sch00'
movement and in the particular constraints which operate as far
staffing and budgeting are concerned.

The principal objective of the school, as stated in the
prospectus, is:

... the development of mind, body and spirit to the greate01
potential of the individual. This is achieved through aca"Q,
physical and character-buildina programs.

The prospectus identified the main thrust of the school program
being one of pursuing academic excellence.

h hThe perceptions of the persons interviewed coincided
above formally-stated objectives with special emphasis being gis/Th tp
the goals of academic excellence and university entrance. Most PNcQivd
these objectives as arising from the need felt by those establielrg
the school and those who presently support it to develop an alte-t)e

tive to the public school system.

The emphasis upon the academic nature of the school unde110%
the decision to refer students with major difficulties in readyg n11,9
mathematics to a private consultant rather than to employ speci
teachers. Budgetary constraints and a desire to assist studenty \\,ho
have attended the school for some time are also factors. The RpN pi
Governors established a policy for the current school year to mo's
ability and potential for academic success formal prerequisites f
admission to the school. Performance on selected standardized e%t5
have been used for the 1975-76 intake. Previously, any student °F opod
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character whose family could pay the tuition fees was accepted.

However, parents have always been advised that the school did not

provide faci,ities and staff -to meet the needs of students requiring

reIledial attention.

The Needs of Staff

Tne salary practices and their rationale are formally recognized

in the Staff Hannk:

fo provide sallrHs attract and

qtd teachers anu ' ,
AQe them to

contribute to their full capacjty as educators. The policy

of the School is to stimulate and reward responsibility and

performance.

The unusually high proportion of positions of responsibility (twelve

for a faculty of twenty-four) had developed for the reasons stated

above. The Headmaster emphasized the importance of establishing

conditions for work and advancement which will provide teachers with

the opportunity to establish a career at the school.

The School as a Community

The independent school tradition of extensive parental

involvement and close relationships among parents, staff and students

is a strong influence at Strathcona-Tweedsmuir. All parents are

automatically members of the School Society which elects the Board

of Governors, which is the body responsible for the overall policy of

the school. Parental involvement in almost every facet of school

life has been encouraged in varying degrees since the school was

established.

Parental expectations underlie a number of instructional

practices which set this school apart from those in the typical school

system. The student-teacher ratio of 12.5 : 1, the individual

attention sought through such activities as the Teacher-Advisor

Program, and the extensive participation of staff in extra-curricular

activities reflect these expectations.

Influence of Other Organizations

The Headmaster indicated that the policies of such bodies as

the Alberta Teachers' Association, the Alberta School Trustees's

Association, and the Department of Education have not influenced any
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aspect of staffing practice of the kind reported in this study. In

previous years, a Calgary Public School District book was used to
assist in the training of adult volunteerJ, but members of staff now
attend to all aspects of volunteer preparation. The Headmaster is
studying the use of aides at Bishop Carroll High School in Calgary to
determine their relevance and potential for enhancing their effective-
ness at his school.

Financial Constraints

Eighty nelcent of the school's revenue is derived from
tuition fee

i "Ale balance coming from per pupil grants from the
Government ihcrta. This rever rr:cient to maintain the
present program hut cannot meet the costs of providing additional
instructional or paraprofessional staff such as laboratory aides.
The Headmaster indicated his preference for acquiring the services
of persons such as the latter providing that the staff expressed a need
for them and that funds were available.

CUTCOMES

Gathering of Data

Interviews were condu,ted w;th twenty-one of the twenty-four
teachers on staff, all members of the paraprofessional staff, and five
of the six student volunteers. Twelve members of the teaching staff
returned the questionnaires which sought opinion on the actual and
preferred extent of assistance from paraprofessionals, adult and
student volunteers. Information was obtained from one of the adult
volunteers.

Responses used in this section of the report were drawn largely
from the interviews, each of which lasted from forty-five minutes to
one hour. Except where indicated, the Headmaster's responses have
been separated from those of other teachers.

Professional Educators

Few teachers of Grades 7-12 commented on the existing practice
of creating a relatively large number of positions of responsibility
and the methods used to determine salary. However, some concern was
expressed by five of the seven teachers in the Elementary School and
by several others in relation to the institution of separate Primary
and Elementary Divisions in the Elementary School. A single adminis-
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trator for Grades 1-6 was preferred,

The original staff of the school has largely remained intact

thus achieving one of the objectives of the initial hiring Policy

described above. However, the Junior High Division Head resigned

at the end of the 1974-75 school yea,-. The problem of creating

career opportunities at the school remains a concern to the Headmaster

who explained plans to raise $2.5 million which would provide, amona

other benefits for the school, sabbatical leave for teachers.

Another major difference between teachers of Grades 1-6
and those of Grades 7-12 is in the perceived need for reading

specialists. All but one teacher of Grades 7-12 considered that the

number of existing staff was adequate, whereas six of the seven Grades

1-6 teachers felt that more remedial teachers were needed. The latter

group made recommendations for a full- or half-time reading specialist.

Several also included the need for guidance and psychological staff.

The Headmaster recognized this problem, but expressed the hope that

it will pass when the more demanding entrance standards take effect.

Nine of the thirteen Grades 7-12 teachers indicated the need

to make some change to the Teacher Advisor Program in which each is

assigned approximately fifteen students to counsel on a regular basis.

Difficulties in scheduling and lack of time were the most frequent

observations. However, only two suggested that existing staff were

insufficient for guidance and counselling purposes. The Headmaster

suggested that this program needs more time to work effectively.

Paraprofessionals

The work of paraprofessionals currently employed was generally

considered to be of high value by the teachers interviewed. All

reported using the services of secretaries for an average of one hour

per week or less, while only five teachers, other than the teacher-

librarian, reported using the services of the library aide, again for

an average of one hour per week or less.

Elementary School teachers tended to prefer the use of

paraprofessionals to a greater extent than did teachers of Grades 7-12.

For example, when asked to indicate a preference for the most

appropriate mix of teachers and paid aides to work with a group of 100

students, most Elementary School teachers opted for three teachers and

two aides whereas teachers of Grades 7-12 strongly favored four teachers

and no paid aidcs. The responses for all teachers interviewed are shown

in Table 6.11.
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Table 6.11

Preferences for Mix of Teachers and Paid Aides to
Wor! Ath 100 Students

Level
4 teachers 3 teachers 2 teachers 1 teacher No
0 aides 2 aides 4 aides 6 aides Response

bchuol

Grades
7-12

2 0 0 0

*One teacher advocated an initial 4-0 mix with a change to 3-2 as soon
as aides could be trained.

The Headmaster considered the hiring of laboratory assistants
to be desirable, but he emphasized that this was contingent upon
teachers expressing a need for their services and upon the availability
of funds. A portion of the $2.5 million to be raised in the forth-
coming effort may be made available for this purpose.

Adult Volunteers

Only six of the twenty-one teachers who were interviewed
provided detailed evaluation of adult volunteers. This was partly
due to lack of familiarity with their work. Those responding con-
sidered the quality of work to be "medium" to "high" although three
teachers judged their reliability to be "low" and two perceived their
value to be "low."

Eighteen teachers expressed their satisfaction with the extent
of parental participation, with the other three expressing dissatisfac-
tion. Two teachers indicated that the use of parent volunteers is not
now actively encouraged, although parents are kept informed that the
opportunity to assist is available.

Student Volunteers

The use of student volunteers at the school received strong
support and approval. All but two Elementary School teachers used
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superlatives to describe the work of these students. One teacher

considered that some students did very well while others had

shortcomings. Ten of the thirteen Grades 7-12 teachers who were

interviewed spoke of the merit of the scheme in terms of the

perceived value of the work and the motivational effect on the

volunteers.

The questionnaire responses of the tearhers revealed on

tent preference for the continued irlvet F ,plu,ILers,

n)rtL in I aspects of the intructional process and in

Lier;,-1 tasks. This aspect is considered in more detail below.

Functions Mlich Should Be Performed by Aides

Teacher Preferences. Sixteen of the twenty-one teachers

interviewed provided specific responses to a question relating to

functions which aides (paraprofessionals, adult and student volunteers)

should not perform. Teaching was identified by nine teachers, and

supervision by six. Discipline, curriculum planning, subjective

evaluation, test preparation, counselling, and contact with students

were each mentioned by fewer than three teachers.

Actual work performed. The work reported by student

volunteers is generally consistent with the teacher Preferences

expressed above, with students giving assistance in mathematics drill,

listening to students read, and preparation of display work and

materials. However, three of five students used the term "supervision"

to describe one aspect of their duties while the other two used

related terms. One perceived duties to include "teaching."

The duties of the library aide and the one adult volunteer

for whom information was provided were generally consistent with the

teacher preferences as tabulated above.

Preference for Increased Assistance

Teachers at all levels were evenly divided in their response

to a question seeking their preference among the alternatives of an

increase in numbers of paid paraprofessionals, adult volunteers and

student volunteers.

Most felt that teachers should be largely freed from non-

professional tasks and most considered that this would not mean a

significant loss of contact with students. Responses are shown in

Table 6.12.
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Teaching Level Teachers should be
freed from non-
professional tasks

Significant loss of
contact with students
would result

Yes No Yes o

Elementary
School 4 3 2 5

Grades
7 12 11 2 3 10

Summary

Increased use of paid paraprofessionals appears to be dependent
upon the assessment by the Headmaster of the need expressed by teachers
and on the availability of funds. The latter may be accomplished by a
successful fund-raising campaign which will meet the costs of a number
of benefits to the school.

The student volunteer program received strong support and
approval and seems likely to be continued. The parent volunteer program,
on the other hand, while its value is recognized, seems to be dependent
on the interest and initiative of individual teachers rather than on a
strolg, school-wide effort to attract volunteers.

INTERPRETATIONS

The major difference in attitudes concerning staff utilization was
found between teachers at the Elementary School and teachers of Grades
7-12. The former expressed strongly the need for remedial staff and a

preference for the use of professional aides. Only one teacher at the
Grades 7-12 level expressed these same needs and preferences. One
interpretation of these differences lies in the disparity between
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JAIrrent ,st practi ,LL ,,choc,1 gc6 plicitly

identiry Ltle pur :1 c Icademic excellence and, for tL ,chool year,

students seeking admission were required to achieve at the sixtieth

percentile on selected standardized tests. Further, the school has

made clear to parents that it is not equipped to handle students needing

remedial teaching. However, past Practice allowed for the admission

of any student of good character whose parents could meet the cost of

tuition. The result has been that a number of students throughout the

school have learning difficulties which require remedial attention.

Teachers at the Elementary School are most sensit;ve to this need and

are faced with the problem of coping until the effects of the more

selective intake are felt.

The staffiing pattern which provides for a relatively large

number of positions of responsibility is generally accepted, with the

single exception being the existence of two Division Heads within the

Elementary School. Factors underlying the desire for a change to one

Division Head might be associated with differences in the personal

characteristics of the teachers in the two divisions at this level.

OPINIONS

The Effectiveness of Practices Involving Educators

Staffing Practices designed to provide career opportunities

for the teachers have met with some measure of success. The creation

of a relatively large number of positions of responsibility and the

incorporation of merit factors in salary determination helped ensure

that most of the original members of staff have been retained. As

noted above, the dissatisfaction with the structure in the Elementary

School does not appear to be associated with the policy per se but

with the personnel involved, and perhaps with the general difficulty

of coordinating a Grade 1-12 school. A second assistant Headmaster

responsible for the Elementary School may be a suitable alternative.

Now that the school is well established, much of the challenge

and excitement associated with its introduction has passed. The

Board and Headmaster may need to increase their efforts in the areas

noted above, with implications for the extent to which staffing is

differentiated.

The school is in a transition stage in respect to its adop-

tion of the operative goal of academic excellence. Elementary school

teachers in particular perceive an incompatibility of this goal and
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the presence of a large numb.,r of students in need of remedial
assistance. The extent of this problem should be determined. The
school may need to provide additiona) assistance, either through the
provision of part-time staff or of more time and in-service training
for teachers in the Elementary Schooi.

Paid Parapr)fessionals

Teachers are ger-.rally satisfied with the work of paraprofes-
sionals presently on st, ,f. Teachers at the Elementary School tended
to see a greater need for an increase here than did teachers of
Grades 7-12. This may be associated with the largely non-departmen-
talized hature of the Elementary School and the broader range of
instructional activities required of each teacher. Apart from the
financial constraints at this time, the decision of the Headmaster to
assess carefully the need and desire for additional paraprofessionals
appears to be sound.

Adult and Student Volunteers

While individual teachers have noted the value of the work of
adult volunteers, greater school-wide support exists for the student
volunteers to be involved in curricular activities. Adults appear to
provide invaluable service in those extra-curricular programs which
have involved their participation in the past.

Summary

The school faces challenges, opportunities and constraints
which are quite different to those found in most school systems in
Alberta. It has developed a distinctive staffing pattern and methods
for determining salaries which are generally meetina the needs of the
school. There is limited use of paraprofessionals, but the use of
adult volunteers and student aides is now well established.
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THORNCLIFFE ELEMENTARY SCHOOL

(Edronton Public School District)

This four-year old K-6 school with 541 pupils is situated in a

newly-developed, rapidly-growing urban community. This community is

recognized as "disadvantaged" jointly by the city school board, the

city department of social services, the city department of parks c,nd

recreation, and the city board of health. A "disadvantag&.d" status

allows the school to receive special staffing consideration. The

physical plant consists of one self-contained classroom; five semi-self-

contained classrooms; two large open-area pods; six portable classrooms;

a central library-resource area; specialized FrenL:h, art, and music

classrooms; a gymnasium; an administrative area; and a community hall

with related community facilities.

This school was chosen to be part of the study for the

following reasons: (1) the presence of a teacher aide whose salary

was completely provided through a project, "Increasing Effective

Pupil-Teacher Contact Time," funded by an Alberta Department of

ducation Educational Opportunities Fund (EOF) grant; (2) the existence

of adult and student volunteer r-ograms; (3) the employment of two

full-time kindergarten aides; (4) and the holding of a considerable

number of school district grants to coaduct research projects.

Interviews were conducted with sixteen teachers, all the

paid paraprofessional staff, eight adult volunteers and the two

student volunteers. Questionnaires were also completed by sixteen

teachers, but not all teachers answered every question.

DESCRIPTION OF STAFFING PRACTICES

The 26 FTE professional staff consists of a principal (1.0

administration), assistant principal (0.3 administration), 18 Grade

1-6 classroom teachers, one teacher-librarian, two kindergarten

teachers, one "integrated-adaptation-class" teacher, one resource-

room relieving teacher, one 0.4 FTE relieving teacher, and an 0.6

FTE guidance counsellor. The paid paraprofessional staff con5ists of

two kindergarten teacher aides, two teacher aides (1.9 FIE). and a

full-time secretary.

The EOF-funded teacher aide performs clerical work for teachers

and organizes the activities of a number of adult volunteers. V!ith

reduced clerical loads, teachers have more time to identify student

needs and to provide appropriate programs to meet these needs. Presently

eight female parents volunteer their services to the school on a regularly-

scheduled basis, together totalling 20 hours per week. In addition to

these adult volunteers, various other parents occasionally give their
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time to the school either on an informal basis or when contacted by
the school for specific purposes. Two students from a loc.:1 senior
high school (one in each term) worked at the school to help in the library.

Professional Staff

The principal accepts overall responsibility for the operation,
administration, and supervision of the schJol. The assistant principal
provides support in all the tasks of tne vincipai, but is specifically
responsible for supervision of the audio-visual program, extra-curricular
activities, requisitioning of supplies, as well as other assigned
specific tasks. He also serves on most ad hoc committeec.

Classroom teachers teach all subjects with the following two
general exceptions: (1) those subject5 which are taught by relieving
teachers, and (2) those subjects which one teacher may exchange with
another. For example, one teacher prefers not to teach music so he
exchanges his music instruction assignment with another teacher for
science. The practice of exchanging subjects is not widespread, but
where it does occur both students and staff appear to benefit. The
professional staff is informally divided into tao divisions --
(1) Division I, primary and (2) Division II, elementary. Within each
division some teaching teams exist. Within each team, the teachers
work closely for planning, grouping of students, and instruction for
such subjects as Languoge Arts. All teachers who are not members of a
teaching team cooperate to provide similar subject content and teaching
methods for such subjects as Social Studies, Science, Language Arts
and Mathematics. Teachers are quite involved in either teaching teams
or cooperative group activities.

The two kindergarten teachers are viewed as regular members of
the school staff and actively participate in all school matters.

Children who are perferming at a level below that expected for
children at, their grade level receive some special attention in one of
two major ways. First, a resource room teacher rssists Grades 1-4
children /hose performance is somewhat below their age-group norm: these
children leave their regular classroom for twenty to thirty minutes per
day for individual or small group activity. The resource room program
is highly integrated with activities of the regular classrooms. When
not engaged in the resource room, this teacher relieves other teachers.
Secondly, the teacher of the integrated adaptation class works full-
time with twelve Grades.3-76 children who are performing at least two
and a half to three years below their age-group norm, but have the ability
to perform at this level. These children are integrated in regular
classes for most of the school day but spend up to one and a half hours
per day with the integrated adaptation class teacher. This teacher also
acts as a resource person for the entire vofessiona1 staff of the school
in such areas as giving assistance in curriculum preparation and the
development of learing packages: this assistance is provided outside
oF regul.ar school hours.
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The three following professionil staff members are employed

partly as relieving teacheri: (I, th2 resource rooffl/relieving teacher

is employed 0.5 time for the resource room and 0.5 time a- a relieving

teacher (her salary is partly pa!d by EOF); (2) the teacher-librzrian/

relieving teacher is 0.8 time for the library and 0.2 time relieving

teacher; (3) thr relieving teacher is employed 0.4 time all of wh;ch

is spent as a relieving teacher. The relieving teachers are hired

within the ovisions of the Salary Agreement between the Alberta

Teachers' A:sociation (ATA) and the school board for the purpose of

providing i.struction for the difference in time between the 1400

minute teactier-week and the 1460 minute pupil-week. When functioning

as relievirm_l teachers they teach subjects about which mutual agreement

has been re ched. Such subjects usually include Social Studies, Art

or Music. k.hen not involved in the relieving function, two of the

relieving ttachers concentrate upon teaching in their area of

specializat ,n. The teacher-librarian is deeply involved in library

activities, the resource room teacher teaches Languade Arts

skills to gr ups oF children from Grades 1
I. The relieving teacher

approach is used in the kindergarten classes.

A guidance counsellor, included in the 26.0 FTE, is employed

at the school 0.6 time in referrals, individual testing, and counselling

of children.

The professional staff makes use of personnel available from

the school district offices and from community agencies. Subject

consultants and nurses are perceived by the teachers to be available

in sufficient numbers to meet the needs of the school. However, most

teachers stated that there is a need for more remedial-reading teachers.

The services of system-wide pupil personnel experts are

utilized. When asked whether "sufficient" or "insufficient" numbers

of staff were employed in these categories, the following percentages

of teachers replied "insufficient."

Reading Specialists Remedial 67%

Reading Specialists Diagnostic 56%

Psychologists 56%

Speech Therapists 53%

District Guidance Personnel 44%

Social Workers 43%

Nurses 22%

Subject Consultants 11%

These figures indicate that the teachers considered they

particularly wanted more expert help fro-1 reading and pupil-personnel

specialists, but little more from the subject specialists.
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Paid Paraprofessional Staff

The paid paraprofessional staff includes two full-time kinder-
garten aides. Each is assigned to a kindergarten teacher to whom she
is directly responsible. Ninety per cent of the time of each
kindergarten aide is spent in classroom activities, while the remaining
ten per cent involves work in clerical and general duties. If and when
sufficient time permits, the kindergarten aides assist other classroom
teachers with various classroom activities.

Two additional teacher aides are responsible to the principal.
One works full-time performing such functions as clerical duties,
organization and administration of the adult volunteer Program,
preparation of aids and visual material, and operation of audio-visuai
equipment. The other teacher aide is employed 0.9-time, of which 0.6-
time is as a classroom teacker aide and 0.3-time as a library aide. As
classroom teacher aide she works under the direction of individual
teachers and performs such tasks as clerical work, supervision of
playground, supervision of a classroom while the teacher is absent for
short periods of time, helping individual children, helping small
groups of chi,dren, and listening to children read. As a library aide,
she spends tirie processing library orders, keeping library records, and
cataloguing library materials.

The fifth paid paraprofessional is the school secretary who
is responsible to the principal. She is mainly involved in clerical
duties, including keeping attendance records, requisitioning supplies,
and general office duties.

Persons wishing to be employed as paraProfessional staff members
apply to the school district office. The principal, when rbtaining a
paraprofessional, contacts the personnel office and a nnmber are sent
out for interviews. Usually the principal's recommendations to the
personnel office regarding the hiring of a paraprofessional are
accepted. The principal assigns the duties to paraprofessionals within
school board and ATA guidelines. The principal may elect to assign a
paraprofessional to a professional staff member who then assumes
responsibility for assigning the duties to that paraprofessional.

Adult Volunteers

Eight adult volunteers regularly take part in the school
program. Four work directly with the tHo teacher aides performing such
tasks as duplicating materials, laminating materials, making teaching
aids such as flash cards and booklets, and general filing. The
remaining four adult volunteers assist either in the classroom or in
the library. One adult volunteer works under teacher direction with an
individual student in a speech program. Another supervises educational
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aames as well as performing clerical work in the library. Occasionally

other adults are asked to assist the school for specific purposes which

are relevant to one or two classroom teachers.

The professional staff collectively decided in 1973 that adult

volunteers would be used in their school. Adult volunteers were

contacted through notices sent home by the school and by personal

parent-teacher contact at parent-teacher meetings, conferences, or

school-community activities. The principal has the responsibility of

deciding upon the suitability of adult volunteers. Once they have been

accepted, the EOF-funded teacher aide coordinates their training and

allocates their duties. The principal emphasizes to them very clearly

the ethics associated with their position.

External Student Volunteer Program

Two female senior high school students have worked under the

direction of the principal and the teacher-librarian. One student

worked four mornings a week, over two hours per day, from September

to December. A second student worked 2.5 hours per week from January

to March. She worked in the library preparing and setting up displays

and audio-visual materials.

ANTECEDENTS TO PRESENT STAFFING PRACTICES

Present staffing practices are largely the result of the

leadership of the principal from the beginning of the school in 1971.

These practices have evolved from the philosophy of education held by

the principal, the teachers, and the members of the community, and

from their attempts to implement their philosophy. A school-community

liaison group meets approximately three times a year to reassess the

needs of the school. The school and the community believe that

education in elementary school should be a continuous process towards

optimum development of the whole child with equal priority in academic,

emotional, social, and physical development. Children should progress

at their individual rates at a level at which each experiences success.

The educating of a child involves both the school and the community

working together.

To implement such a philosophy there must be an adequate supply

of both human and material resources. This requires that the principal,

staff, community, school district personnel and the school board

cooperote in a variety of ways to develop the present staffing practices.

With the strong leadership of the principal, various forms of funding

have become available. The "disadvantaged" status of the community

enables kindergarten classes to function with fewer than the normally-
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required 27 children. Early Childhood Services (ECS) grants to the
school board have allowed the employment of the kindergarten aides.
The EOF provides sufficient funds to hire a 0.5-time teacher and a
full-time teacher aide.

In addition to these sources of funding, the staff has been and
is currently involved with the following school district and EOF research
projects which provide some extra funding:

1973-76 Increasing Effective Pupil-Teacher Contact Time (EOF)
1974-75 An Individualized Approach to Reading Remediation
1974-75 An Integrated Approach to Perceptual Training and

Language nevelopment
1974-75 Auditory Perception and Its Relation to General Reading

Ability
1975-76 Peer Grolp Assistance in Order to Motivate Creative Writing
lo75-76 A Multi-Disciolinary Project Involving Grades 1 and 6
1975-76 Developing Interest and Comprehension in Reading: A

Motivational 4pproach

The following two additional projects have been submitted but
not yet (May 1976) approved:

(1) Provision of an extra full-day of library activity for the
teacher-librarian.

This would enable her to be a full-time librarian, rather than
0.8 librarian and 0.2 teacher, and spend the extra day in providing
needed library experiences for the four kindergarten classes.

(2) Use of educational games to improve skills in Language Arts.

Members cf the commun:ty have responded by volunteering to use
expertise they possess such as clerical and library skills. Parents
without expertise in a particular skill area are working under the
guidance of a teacher or a paid paraprofessional and are providing
valued services such as laminating, duplicating, and helping with
small groups of children.

As a result of past experiences, the principal believes that
lono- ange plans involving all classes and teachers, and not just the
"ar :essive" teacher, are essential. Further, he emphasizes that the
school should be a happy place for a hard-working staff, and that the
school program must include opportunities for individual initiative and
development of both students and staff.
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INFLUENCES UPON PRESENT PRACTICES

The most critical influence is the EOF which provides the

salary of the teacher aide who coordinates many of the support

activities and organizes and administers the adult-volunteer program.

Other sources of funding such as the school board and Early Childhood

Services, combined with the "disadvantaged" status provide additional

personnel such as the kindergarten teachers, kindergarten aides,

teacher aides, integrated-adaptation teacher and the relieving teachers.

qhe principal provides leadership and stimulation for the

professional staff. He is a key person in influencing professional

staff decisions. His efforts in obtaining the above-mentioned

funding are critical. His encouragement of team teaching has pro-

vided opportunities for teachers to work closely together and has

strengthened their professional contributions.

The professional staff cooperatively subscribes to the goal of

meeting the individual needs of children. This staff endorses the

present staffing practices and believes that they enhance their efforts

to achieve this goal.

OUTCOMES

Expected Outcomes

Expected outcomes of the present staffing practices as outlined

above are as follows: (1) an increase in the reading scores of those

children entering Division II and of those entering Junior High School

as deternined by standardized testing; (2) noticeable improvement in

oral and written language skills determined by teachers' observations;

l3) an 1i:crease in individual and small group teacher-student contact

time for instrurAional purposes; (4) a decrease of time spent by

tea.chers Qn clerical and non-professional tasks such as recording

marks, duplicating and preparing materials, typing, and operating

audic-visu cc,.t;ipment; and (5) establishing a training group of

volunteers to work in the school and provide liaison with the community.

Actual Outcomes

Student performance and adult-pupil contact. An increase in

reading scores was evident from test results. However, the amount of

increase was not as great as was anticipated. Teachers report

substantial improvement in oral language skills, but written language

has improved only slightly. Teachers are concerned that this latter

area of written language be given more attention. Teachers reported

that since the involvement of paraprofessionals and adult volunteers
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in clerical and non-professional tasks, the number of reading groups
has increased resulting in smaller reading groups and an increase in
individualized instruction. The library is experiencing considerably-
increased student usage.

Support activities. A large number of teachers reported that
paraprofessionals spend considerable time performing clerical tasks
such as typing and duplicating materials for teachers; distributing,
collecting, and filing materials; keeping library records; and
purchasing supplies. An even larger number of teachers wanted para-
professionals to spend a considerable time on these activities. For
example, sixty-seven percent of the teachers stated that paraprofes-
sionals actually spend a "considerable" amount of their time in
typing and dupli cating materials for teachers, while 79 percent
preferred that paraprofessionals spend "considerable" time on these
tasks. For distributing, collecting and filing materials, 64 percent
of the teachers stated that paraprofessionals actually spend a
"considerable" amount of their time in these tasks, while 77 percent
preferred that paraprofessionals spend "considerable" time on these
tasks. For keeping library records the results were 54 percent and
69 percent respectively, and for purchasing supplies it was 57 percent
and 69 percent respectively. However, the teachers said that because
of the assistance they now receive they are-able to devote more time
to the instruction of pupils. Adult volunteers were perceived to be
little involved in these clerical tasks, and only 25 percent of
teachers preferred their "considerable" involvement.

When teachers were asked "How has the presence of paid para-
professional staff changed the t'sks that you perform?" the distribu-
tion shown in Table 6.13 was obtained. Even though this paraprofes-
sional assistance was limited, it obviously had one of the desired
effects with respect to clerical tasks, and did affect planning,
emotional, instructional and supervisory tasks of the teachers to a
substantial extent. Not all of these effects were reductions. For
example, more use of paraprofessionals can involve the teaching staff
in more planning.

One controversial area involves the use of paid paraprofessional
staff in "instructional activities." Table 6.14 presents the teachers'
perceptions of the actual and preferred extent of such involvement.
These results indicate support for increased paraprofessional activity
in supporting activities, particularly with individuals and small
groups. The responses indicating that some "instructing" now occurs
and is preferred by a few teachers should be interpreted with the
understanding that "instructing" covers a wide variety of activities.
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Table 6.13

Percenta9:a Frequency Distribution of Teachers' Perceptions

of the Extent of Change Produced by the Presence

of Paraprofessionals upon Specific Task Areas

Task area

Considerably
Changed

Somewhat
Changed

Little
Changed

Not
Changed

Clerical 88% 12% 0% 09

Planning 72 14 0 14

Emotional 67 17 0 17

Instructional 57 29 0 14

Supervisory 57 29 0 14

Technical-housekeeping 40 20 40 0

Communication 38 25 12 25

Extracurricular 14 0 29 57

222



205

Table 6.14

Percentage Frequency Distribution of Teachers' Perceptions of
Actual and Preferred Extent of Involvement of ?aid
Paraprofessional Staff in "Instructional Activities"

Instructional Activity

Involvement

Actual Extent Preferred Extent

%

Help individual students 3

Take charge of a small
group of students working 8
on a project

Listen to students read 0

Read stories to
0students

Correct standardized 0

tests

Teach a new skill to a
small group of students 0

Correct teacher-
constructed tests

0

Instruct a class during
0

a teacher's absence

Instruct a class while
the teacher is present 0

0
-J 0Z

1:1

0
C.)

0

CI)

4-1
4-1

-J

(1.1

0

% % % % % % %

46 23 23 41 42 0 17

31 23 38 36 21 36 7

17 41 42 33 42 8 17

8 31 62 31 3: 23 15

0 0 100 27 27 19 27

20 20 60 10 20 20 50

0 0 100 9 27 9 55

18 0 82 0 10 10 80

9 9 82 0 22 0 78
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Adult Volunteers. A group of adult volunteers has been

established who spend cons iderable time in Performing various tasks

which assist teachers.

All of the adult vo lunteers are mothers who have children

attr-idina the school. Only 20 Der cent of these adult volunteers ha.e

chi;dren of preschool ege. Their spouses are generally of the middle-

management level in business. The volunteers have a varied background

of experience including teaching, accounting, bankinc and secretarial

work. All have previousl Y worked for organizations such as department

stores, insurance companies, government, or manufacturing companies.

All have completed at least grade 12 and 40 per cent have some post-

secondary education, but only 20 per cent have previous education

relevant to the duties they are performing as adult volunteers.

All the adult volunteers stated theY e xpected to continue to

work at the school. Eighty per cent stated they believed the school

was in need of their hel P and that they had the time to volunteer

since all of their children were now in sJ1001. The adult volunteers

actually spend a considerab le amount of their time in helping to

supervise field trips, duP1 icating materials , setting up and operating

audio-visual equipment, and performing librar y and clerical tasks.

Teachers generally preferred that adult volunteers be involved to a

greater extent than at Present in the following areas:

n-
(1) instructionalhe p,y1

individual childr en and listening to

them read;

(2) emotiohal--ihteresting restless children in activities and

talking to an uPset child;

playground during recess and
(3) supervisionsupervis ing the

lunch, supervisin g other lunchtime activities, escortina

students within the school, intramural athletic activities,

and extra-curricular activities.

General. The principal reported that with the presence of

paraprofessionals and adul t volunteers an increase had occurred in the

number of field trips, staff turnover had been reduced, and the number

of referrals for assistance to the school guidance counsellor,

psychologists, reading specialists, and speech pathologists had

increased. most teachers favored having parents join them informally

in the staffroom during recessthis allowed more teacher-parent

communication to occur and better relationshi .Ps to develop. However,

several teachers initiall.Y had reservations concerning Darents joining

them informally. They felt that difficulties may arise as the presence

of parents would create the following concerns:

(1) teachers would not be able to talk freely for fear of

parents re Peating what they heard;
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(2) parents would want to discuss the progress of their
children;

( ) socializing with parents, even informally, would not
allow teachers the "break" intended by the recess
period.

Probabiiity of Achieving Expected Outcomes

An increase in reading scores on test results could be exnected
to continue if continuing attention is paid to areas which affect
reading progress such as attitudes of students and parents, oral-
language ability, availability of reading materials, pupil-teacher
contact time for instructional purposes, and individualized instruc-
tion.

Teachers have been able to decrease their clerical and non-
professional task load. However, such tasks will always exist. As
teacher aides and adult volunteers assume greater responsibility for
them, teachers will have more time available for professional tasks.

Continuation of the present outcomes is dependent upon
continuation of present school board research grants, Education
Opportunities Fund and Early Childhood Services funding, and the
status of a "disadvantaged area." Loss of an, 3uch funding will
necessitate alternative funding if the presen staffing Practices
involving paraprofessionals are to continue.

The adult volunteer program will probably continue, but
changes in its scope will depend upon the availability of volunteers
and of teacher aides to provide training for them. The availability
of the volunteers is closely tied to social and economic factors of
the community. Parents with small children at home are unlikely to
volunteer their sen,ices while having to make arrangements for
babysittino. If the ratio of single-parent families increases in the
attendance are.p, the number of potential volunteers may decrease.
Many parcnt volunteers, as they attain confidence or expertise in
their services, are enticed into the working force. As financial
pressures at home increa-,e, the likelihood of adult volunteers leaving
the school and finding a job increases. At best, the adult volunteer
program appears to be one in which there will be a reasonably large
turnover requiring continuous recruiting and training in order to
maintain a viable number.

The student-volunteer program could continue if high school
administrators recognize the program by offering it as an elective
course. Students are rewarded by the benefits they receive from
working within the elementary school, but a greater benefit such as
formal course credit is necessary for the program to flourish. Other
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factors such as close proximity of the schools or the availability of

transportation to the elementary school, and administrative problems

including timetabling, v!ill influence accessibility of high-school

students to --;tudent-volunteer programs.

The attitudes of school-board members and central-office employees

concerning paraprofessional and teacher aides, decentralization of

responsibilities, and flexibility in the "system" testing Program have

been helpful in determining present staff practices. The ATA has

established acceptable ground rules concerning the use of teacher aides.

No evidence has been presented which would indicate any changes in

attitudes of these groups.

Cooperation of and assistance bv the principal Lnd teachers ar,..
important influences upon the continuation of the present staffing

practices. These practices are likely to continue as long as teachers

are convinced that they continue to benefit students. Teachers stated

that they were satisfied with the present use of staff, but indicated

that an increase in teacher aides and parent volunteers would generally

be beneficial.

Benefits

Sixty percent of the adult volunteers felt that they enabled

teacher5 to devote moce time to professional tasks. Fifty percent

stated that their presence in the school fostered better home-school

relationships.

Paraprofessionals felt that thev helped teachers by lessening

their clerical and nonprofessional load. Classroom teacher aides stated

the"; were additional persons to whom a child could come for help and

encouragement. Their involvement in the classroom permitted formation

of more yrouos with fewer children, thereby helping the teacher to

provide more personalized instruction. As described earlier, the

majority of teachers felt that the presence of paraprofessional staff

had considerably changed their tasks In the clerical, planning,

emotional, instructional and supervisory areas.

Problems

Only a smell number of parents are prepared to or can make the

necessary commitment to the school as adult volunteers. The continuous

turnover is discouraging and frustrating. More paid personnel are

necessary as persons receiving a salary are perceived to be more

committed, reliable, and less apt to break a schedule.
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Effect upon the role of teachers. Teachers are more involved
with professional tasks such as planning, diagnosing, prescribing,
evaluating pupil progress, and research projects than they were able
to be without the assistance of volunteers. All of these tasks require
working with other teachers either cooperatively or within a team.
The increase in the number of groups permits more individualized
instruction which allows teachers to know their students better.
Greater numbers of problems are discovered resulting in an increase
in referrals to the guidance counsellor and school nurse.

Teachers are involved in public relations to a greater extent
because of the presence of parents in the staffroom and about the
school.

Possible Ex-ansion of the Practice

Expansion of the staffing practices depends largely upon funding
and the availability of adult volunteers. A great deal of effort and
input will be required to maintain the present practice as funds may
be secured only on a year-to-year basis. The principal's end-of-year
report is most important in influencing the school board and Department
of Education that continued funds are necessary.

Potential exists within the staff to support the present
practices and to make necessary improvements and adjustments. Morale
is at a high level ard teachers are generally quite satisfied.

There seems be little Potential for a successful external
student volunteer pr)nram as most teachers presently prefer to make
little or no use of -.em.

'TERPRETATIONS AND OPINIONS

The expressed attitudes and observed behavior of the staff
seemed to be congruent. The principal, professional staff, para-
professional staff, and adult volunteers agree that first-line
instruction, diagnosing, prescribing, and pupil evaluation are tasks
of the professional staff. Clerical tasks including typing, duplicating
and laminating, and nonprofessional tasks such as helping with field
trips, supervision of playground, and setting up audio-visual equip-
ment are mutually-agreed tasks for paraprofessional staff and adult
and student volunteers.

Casual observations may indicate that teachers and classroom
aides perform very similar functions. However, upon further investiga-
tion, the observers will realize the classroom aide works under the
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direction of the teacher. Classroom teacher aides are usually included

in general planning sessionc, but the professional teacher makes the

final decisions regarding matters of curriculum, teaching methods, and

evaluat'cm of pupils.

All teachers surveyed stated that they felt additional para-

professional staff and adult volunteers were required. When asked to

choose bet,,,een additional paraprofessialals and adult volunteers, all_

chose the paraprofessionals. The teachers were also pre3enteg with

the following question:

Assuming that a fixed amount of money is available for

salaries, which of the folloing would you prefer to work

with a group of 100 studen:s:

(a) 4 teachers and no paid aides

(b) 3 teachers and. 2 paid aides

(c) 2 teachers and 4 paid aides

(d) 1 teacher and 6 paid aides?

Seventy percent of teachers chose (a) and thirty percent chose (b).

Any sub-groups of staff must have clearly-defined roles,

purposes, and goals, and have an effective decision-making orocedure.

Both the paraprofessional staff and adult volunteers at this school

possessed these characteristics. The roles of key personnel, especially

the EOF-funded teacher aide, are clearly defined. There seems to be an

acceptable balance of energies expanded between goal achievement and

organizational maintenance. The energies devoted to input seem to

result in efficient output. During tires of heavy workloads, the

paraprofessional staff and the adult volunteers work efficiently and

effectively in maintaining a high level of productivity. The para-

professional staff were rated highly by the principal and the

professional staff. The principal and staff stated that the adult

volunteer program could not operate at its current high level of

efficiency and effectiveness without the EOF-funded teacher aide.
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IESTBROOK ELEMENTARY SCHOOL

(Ed-ohtoh Puhlic School District)

This K-6 elementary school is situated in a middle-to-high
socio-economic area on the edge of a large city. It has 450 pupils
and 23 teachers, 16 of whom work entirely in the classroom. Extensive
use is made of paraprofessionals, adult volunteers and student vol-
unteers. The library forms the central part of a large open teaching
area. Trust, cooperation, freedom and achievement represent the
ideals of the school.

The school was selected in this study because of (1) the
functions performed by the teacher-librarian, (2) extensive use of
adult and student volunteers, and (3) the presence of a full-tire
kindergarten aide and a half-time teacher aide.

PRESENT STAFFING PRACTICES

The staffing practices are related to the school philosophy
which was developed after staff deliberations. Generally speaking
this philosophy is directed at fostering in each child a positive
self-image and social consciousness (freedom and responsibility),
and developing the fullest achievement related to his/her own potential.
To Help in the attainment of these aims, substantial input from and
cooperation with the parents was essential, as well as careful
selection and assignment of staff who -could perform the necessary

. functions. Reassessment of the needs of both staff and students is
continuous.

In order to achieve the above aims, the principal felt that
teachers should be relieved of non-professional tasks, including
clerical duties such as typing, making stencils, stapling, duplicating,
and library maintenance. Consequently he hoped that teachers would
have more time for curriculum development, counselling, extra-
curricular activities, community involvement, and interaction with
parents.

Staff not immediately and continually involved in regular
classrooms include the principal, assistant principal (0.8 teaching
special education), resource-room teacher (0.5 FTE), outdoor-
education consultant and program-assistance teacher, relieving
teacher, teacher-librarian, and counsellor (0.6 FTE). The consultant
spends 0.5 FTE at the school, teaching outdoor education when she
relieves other teachers.

In addition, the following paraprofessionais are employed: a
full-time school secretary, a teacher aide (0.5 FTE), a full-time
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'.,ind,=rgarten aide and a library secretary (0.2 FTE). None of the

above paraprofessionals have undergone formal teache, education,

but all possess relevant training and experience.

Kinderarten Aide. The salary of the kindergarten aide was

'paid by the parents (530 per child per month) during the period

1572-1975. Since September 1975 she has been paid by the school

board. Normally a full-time kindergarten aide is not provided by

the board unless there is an enrolment of at least twenty-seven

children. However, due to the presence of two children of special

difficulty, the limit was lowered in this instance.

The presert aide has unc.ergone no formal university teacher

education although she is currenCy studying at a university on a

part-time basis. This is her fi5t appointment as a kindergarten

aide, her previous experience being mainly clerical. The perceived

advantages of the job are working with small children and the

convenient hours and school location. Nore help on a regular
basis from carefully-selected adult volunteers would be of

benefit.

The kindergarten teacher considers the assistance rendered

the aide to be most valuable. One result has been a considerable

,duction in the supervisory tasks that she performs. The clerical

-Id technical tasks have been reduced to a lesser extent. In the

3cher's view the presence of the aide has not substntially

anged the teacher's instructional, extracurricular, emotional,

munication or planning tasks.

A marked difference was noted between what the kindergarten

t-,2acher and the aide perceived as desirable changes in the latter's

performance of specified tasks. In particular, ihe aide would like

a greater involvement in instructional duties and less in supervision.

The teacher though would prefer increases in the aide's activity in

the clerical and technical-housekeeping areas.

Adult volunteers. The extensive involvement of parents and

other members of the community in the operation of the school has been

welcomed. A close working relationship exists between the principal

and the Executive of the School-Community Association. These close

linkages were encouraged by the school administrators who felt that

considerable mutual benefit would result. Parents are encouraged

to treat the school as an "open house" and to visit it regularly.

At the beginning of each school year, parents are sent a questionwekire

asking whether they wish to become involved in the school in any of

many suggested areas, e.g. library, clerical, helping at meetings,

and on field trips. They are also asked if they have any suggestions

as to how the needs of pupils can be met (i.e. methods, curriculum)

and if they possess any skills they might share with the school. The
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staff members decide on the suitability of parents who offer their services.
The ethics and responsibilities of the volunteer role are clearly
presented.

ways:
Involvement of adult volunteers has occurred recently in these

(1) assisting with development and operation of the library;
(2) tutoring children;
,(3) planning and attending field trips;
1(4) conducting enrichment classes on topics about which

they had specialized knowledge;
(5) assisting insome regular classes, e.g. French and

Physical Education;
(6) assisting in special education class -- one parent is

present for three half-days per week; and
(7) presenting talks on special topics to parents and

teachers.

At any one time, about four parents spend two thirty-minute
sessions per week in tutoring children whose parents were advised by
the school district special referral team to obtain such tutoring
assistance. These parents work under the direction of the appropriate
teacher. One example of parental involvement in the planning of field
trips occurred in June 1975 when some parents spent considerable time
at the school before a three-day trip to Elk Island National Park.
The enrichment program was organized almost entirely by the parents
for one hour each Wednesday for ten weeks. Parents instructed or
spoke about topics including computing science, oilfield technology,
home economics (conducted in the parents' homes), snowshoeing,
oral French, crafts and dancing.

At present 23 parent volunteers assist in the library on a
regular basis (usually for one half-day per week), and an additional
28 do so occasionally. Seventeen parents also help with noon-hour
supervision in the library. Some parents assist children in locating
books and in using library materials. Further, 38 members constitute
the "Friends of the Library," which acts as a pressure group in library
matters.

Ten of tne parents who assist in the library were interviewed
and all responded that their reasons for working in the school as
volunteers were to help the children as well as to understand better
the problems of their own children. They work an average of 3.5 hours
per week. The six who possess a degree or its equivalent have husbands
engaged in professional occupations. Two volunteers have undergone
formal teacher education, and a further four have had work experience
related to their school tasks. Those interviewed have been working
at the school for an average of 2.8 years: all but one intend to remain
next year.
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Student volunteers. In addition to the parent volunteers, in

each term nine Grade 9 volunteers from a nearby junior high school

come to the school for one afternoon a v.eek as part of an option

program. They are assigned to a specific teacher or group of

teachers and perform such tasks as duplicating, art work, preparing

displays on bulletin boards, and working with groups of children.

The principal feels that they gain not only in skills but understand

better the needs of the younger pupils. Fourteen of these Grade 9

volunteers were interviewed and all but one replied that they were

there because they enjoyed working with children. Also two were

curious about the teacher's job as they had parents who were teachers.

Three have younger brothers or sisters in the school. On the

negative side two remarked that it was their last choice option, and

another said that it was a good excuse "to get out of school."

Teaching staff. To a certain extent a differentiation of

teacher roles exists in the school. For examp le, in Grades 4, 5 and

6, particular teachers take responsibility for most of the Music,

French, Science, or Physical Education teaching. In Grades 4 and

6 staff can work in teams in the large open areas. All the staff

were interviewed. With regard to teaming, eight replied that they

did none at all, six teamed to a limited extent, four used it all

the time, three used it only for films and trips, and two for social

studies. When asked if sufficient numbers of certain types of

school-district personnel were available, the following opinions

were obtained (Table 6.15).

Table 6.15

Numbers of Teachers Who Felt That Insufficient Numbers of

Certain Types of School District Staff Were Available

Number of respondents who felt that

Category of personnel insufficient staff were available (N = 23)

Reading - remedial 20

Reading - diagnosis 19

Psychologists 10

Speech therapists 10

Guidance 9

Subject consultants 6

Social workers 6

Nurses 2
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Staff were asked also whether they felt that teachers should
be freed from non-professional tasks to concentrate more on purely
instructional matters. Twenty replied positively, with only one nega-
tive response and two were undecided. Aspects of the present system
in which they saw the need for change were more teacher aides (mentioned
by 8 respondents), lower pupil-teacher ratio (4), a full-time counsellor
(4), more relief t;me (2), more adult volunteers (1), fewer adult
volunteers (1), and specialists in Physical Education, Music and French
(2).

ANTECEDENTS OF PRESENT STAFFING PRACTICES

The present principal took up his position five years ago at
which time there was no appreciable parent involvement in the school.
He commented that it took the best.part of a year to create a parent
organization after extensive attempts to contact and interest parents
in the school. He made it clear at the time that this was not to be
a token organizetion, and that parents would be encouraged to 'suggest
changes in school policy and practices which would be seriously con-
sidered by the staff.

The present librarian spent at that time only two days per
week in the library and three days teaching in a classroom. She,
the principal and some other staff members felt that the children
could make far more valuable use of the available resources if they
were encouraged to use a more methodical approach to the library.
They agreed also that the librarian would be able to achieve such
results if freed from a classroom teaching commitment, as well as

from the more routine library tasks such as shelving, filing and
laminating. Both felt that volunteer parents could make a con-
siderable contribution in this area, particularly as some had
previous experience in library work. They also perceived that this
practice could provide a means of linking the parents more closely
with the workings of the school.

Some three years ago with the increased expenditure on
elementary schools, Educational Opportunities Fund grants became
available. These were considered by the staff and parents, who
decided that an application be made. The proposal was drawn up
jointly with the major item being a request that the librarian
become full-time. This was granted along with funds for various
items of equipment, e.g., record player, listening centre, and tape
recorders.

Present staffing practices stem therefore from the two broad
aims of the school; namely, the growth both psychologically and
academically of each pupil, and the involvement of parents and other
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members of the community in the school. By the use of volunteer parents

and students and the employment of paraprofessionals, the role of the

teachers has become somewhat delimited, enabling more concentration

upon instructional and emotional aspects with an accompanying increase

in attention for each pupil. Moreover, parents are drawn into the life
of the school, not only as volunteers and observers, but also in extra-
curricular activities for which the staff now have more time.

INFLUENCES UPON PRESENT PRACTICES

The influences on present staffing practices in the school

are many and varied. However, the major catalysts have been the
principal and the librarian who believed that through development of
skills in using school resources the children could achieve a greater
degree of independence in their learning activities. In the past,

teachers' comments were often directed toward the fact that certain

children were underfunctioning, a possible cause being ineffective use

of the library. However, many members of staff now express their
admiration for the librarian's work and their desire to see it continue.

Parent groups are very vocal in their support of the school:

as the principal commented, they are very influential. If they feel

that the school is not getting what it deserves they do not hesitate

to make their concern known to the school board. Their influence is

not, however, limited to supporting only one school, as they would like

every elementary school to possess similar resources and have continually

lobbied in that respect. Their feelings with regard to the present

program are amply expressed by their continued support of the volunteer-

parent program and attendance at evening seminars.

The school district also exerts considerable influence on

practices in the school, as it is somewhat of a demonstration school,
particularly with respect to library usage and librarian functions.

At the outset, some teachers were reluctant to accept the parents

into the school as volunteers. The turning point was the enrichment

course run one afternoon per week last year by the parents when they
offered options for the pupils and shared their skills/interests with
the school.

OUTCOMES

Involvement of Educational Staff in Particular Tasks

The teaching staff were asked to respond to questions regarding
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the extent to which they themselves are involved in certain tasks.
In each case the categories were "Considerable," "Some," "Little,"
or "None." Fifty percent or more of the teachers responded that
they had considerable involvement in teaching a regular-size group
of students, correcting assignments, preparing lesson plans, handling
discipline and behavior problems, locating and assembling instruc-
tional material, assembling a file of curriculum materials, conducting
"housekeeping" chores, keeping records on student progress, book-
keeping, making out grade reports, and holding parent-teacher
conferences. Despite the presence in the school of paraprofessionals,
adult and student volunteers, some non-professional tasks such as
keeping records on students, typing or duplicating, housekeeping
and bookkeeping, still take a substantial amount of the teachers'
time. The responses also revealed that, in general, teachers do
not devote a substantial amount of time in interaction with each
other regarding curriculum development, planning, coordinating,
advising, etc.

Involvement of Paraprofessionals and Volunteers
in Particular Tasks

Staff were also questioned about the extent to which paid
parP: -ofessionals, adult and student volunteers are involved in
certain tasks at present and the level'of involvement they would
prefer. The relevant results are discussed below.

Instructional. In this area the actual level of involvement
of all three groups was perceived by the teachers as low, and in
only one case, "help individual students," did more than 40 percent
of staff feel that a group (adult volunteers) was involved to
some or a considerable extent. In every category student volunteers
were thought to be the least involved.

The teachers expressed a preference for an increase in the
extent of involvement of all three groups in all instructional tasks
except the following:

Teach a new skill to a small group of students;
Instruct a class during a teacher's absence;
Instruct a class while the teacher is present; and
Correct tests and examinations.

Emotional. This section showed a consistent pattern of
responses from staff for both the actual extent and the preferred
extent. For each item tho highest percentage chose parap-rofessionals,
followed by the adult volunteers, and lastly the student volunteers.

' For example, the change from actual to preferred extent ("considerable"
and "some") for "interest a restless student in activities" was 18
percent to 56 percent for paraprofessionals, 15 percent to 52 percent
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for adult volunteers, and 5 P ercent to 25 percent for student

volunteers.

Supervisory. In this area the staff expressed the desire for

an increase in the involvement of adult volunteers over paid para-

professionals. The major exception was concerning "supervise class
for a few minutes during a teacher's absence"; in that case 22 percent
expressed the preference that paraprofessionals perform this to a

considerable extent compared with none for the adult volunteers.
Seventy-nine percent and 69 percent preferred -',1t volunteers to

"supervise the playground at recess or lunchtime" and "supervise

other lunchtime activities," as compared with 26 percent and 42

percent who felt they already did. Most of the teachers preferred
that student volunteers have little supervisory responsibilities

except in escorting students within the school.

Clerical. in every category of clerical activities, teachers
felt that paraprofessionals were and should be considerably involved.

They did, however, wish for even greater involvement: for example,

whereas 48 percent, 52 percent and 26 percent of the teachers per-

ceived that the paraprofessionals were already considerably involved

in typing, duplicating and collecting money respectively, 70 percent,

78'percent and 61 perce7it preferred considerable involvement of para-

professionals in these activities. Similarly, the staff preferred

that both adult volunteers and student volunteers undertake most

of the clerical tasks to an even greater extent than they do at
present.

Technical-housekeeping. The teachers preferred that para-
professionals, adult volunteers and student volunteers all undertake
technical-housekeeping tasks such as "prepare displays," "set up

equipment," and "keep classroom materials in order" to a considerably

greater extent than they do at present.

Communication. The teachers rated this category of tasks

which included "provide information to teachers about individual

students" and "interpret the school to the community," the lowest

of any with respect to their preferred level of involvement for para-

professionals, adult volunteers and student volunteers. Again the

preferred levels showed increases over the perceived actual levels

for all three categories of personnel for nearly all tasks.

Planning. Teachers preferred much greater involvement by
adult volunteers in the two listed planning tasks, namely "contribute

ideas at sessions for planning for classes" and "contribute ideas for

activities other than classes (field trips)." As'Could be expected,

little involvement of student volunteers occurred or was desired.
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PROBLEMS AND BENEFITS OF THE PRESENT STAFFING PRACTICES

Three major benefits have resulted. Pupils have had the
opportunity to engage in more purposeful learning as a result of being
exposed to new skills. Staff have been relieved of many routine tasks
and have at their disposal more clerical assistance than previously.
They have also had more time which could be devoted either to
instructional matters or to closer cooperation with their fellows.
This has led to more attention to chil)ren. Close links have been forged
with the community which did not previously exist: these are now a great
source of support for the school.

The major problem identified by the principal was one of ap-
prehension, both on the part of parents and staff. The former were
afraid of the school and felt it to be something with which they could
not and should not closely relate. Moreover, staff felt threatened
about the possibility of having parents in the school. These concerns
were largely alleviated as soon as parents began to enter the school
freely. Other problems related to the volunteers disappeared once
they were in the school. Many staff members were concerned about the
amount of preparation time required before they came in, and the principal
commented on the difficulties of using several adult volunteers on the
same task, particularly near Christmas.

When asked about the extent of parent involvement in the school,
48 percent of the teachers replied that they were "very satisfied"
and the remainder that they were "satisfied." None expressed general
dissatisfaction with the overall program although this had been alluded
to in earlier responses. The principal feels that the extent of parent
involvement is very good, and that the general reaction of the community
to the Echool is highly satisfactory.

A greater lack of consensus occurred in feelings with regard
to the volunteer student program. Only 15 percent of teachers had no
serious objections, with a further 20 percent stating that generaliza-
tions were difficult because of the great variation in the calibre of
the volunteers. The program was perceived to have little benefit either
for the school or the student by 21 percent of the teachers.

With respect to paraprofessionals, 74 percen, of the teachers
responded that their tasks had been changed due to their involvement,
particularly in the performance of clerical duties.

When asked what functions paraprofessionals, adult and student
volunteers should not perform, all the staff mentioned instruction or
teaching, with planning, evaluation, and discipline also being prominent.

The paraprofessionals commented that too few teacher aides were
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employed, and in particular that 40 minutes per teacher per week of

aide timewas grossly insuff icient. Their PaY was thought to be in-

adequate, and some concern was expressed about the lack of exact

definition of the aides' role in a school. The work itself was per-

ceived to be very satisfactory and the hours most convenient.

All parent volunteers have found the experience most stimulating

and look forward to it each week. Many expressed the desire to remain

involved even when their children leave the school. They feel they

are used as fully as possible at present. All expressed praise for

the work of the principal and the librarian, and were concerned about

what will happen when the principal retires this year.

Of the three groups, the volunteer students expressed the most

dissatisfaction with their activities. Eight of the thirteen would

like more opportunity to work directly with children, and two were

concerned that they onl Y seemed to be given "busy" work.

INTERPRETATIONS AND OPINIONS

The staffing practices adopted at the school would seem to be

very successful for all concerned. The principal, parents, and volunteers

had few complaints. Some teachers were, however, more critical of some

aspects in interviews tha n they were in the questionnaires: in particular,

some doubted the worth of the student volunteer program, and the need

for as many volunteer Parents to be involved.

Nevertheless, the librarian and staff have been to a large

extent freed from non-pr Pfessional tasks and have the opportunity to

concentrate on matters more closely related to instruction. This

does not mean that theY a re totally satisfied as the need for changes

was often expressed. These changes, which possibly will be effected

because of the high degree of staff participation, relate to para-

professionals becoming more involved in classrooms, adult volunteers

more in the area of supervision, and students more in the clerical

and technical-housekeePing areas.

The fact that they are used mainly on menial tasks, i.e., those

that staff dislike more , does not appear to have dulled the enthusiasm

of these people, except in the case of some students. The fact that

parents are very read IlY accepted by the staff and use the staff room

freely has been a major factor in their level of satisfaction. There

are, of course, legal constraints to be borne in mind regarding the

use of non-certificated Personnel in schools so the above is not

designed to suggest that they would be limited to their present role

were the situation different. In fact, wi.th the present staff, more

volunteers and paraprofes sionals would probably be readily welcomed

into the classroom under teacher supervision,
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The major conclusion of this survey must he that this is a
unique school in many respects. A school in a more disadvantaged area
probably could not successfully operate an identical program. Because
many mothers of children in this school are not on the whole required
to work, a considerable number of parents have more free time in the
evenings and at weekends to become involved in the school. With their
background they are also more likely to have higher expectations for
their children and therefore wish to become more involved with the
school.
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WINSTON CHURCHILL HIGH SCHOOL

(Lethbridge Public School District)

The program of the school is designed to meet the individual

needs of students. It is characterized by one-to-one relationships and

small group activities designed to encourage initiative, responsibility

and independence among students and teachers.

At the time of the study the school had an enrollment of 629

students: the approximate grade enrolments were 208 in Grade 10, 200 in

Grade 11 and 221 in Grade 12. Under the existing staffing practice students

do not have home room classes. Therefore the exact number of students

for each grade level could not be ascertained because some students

were working across grades to fulfill the needs of their programs.

The professional staff totals 31 persons with a full-time

equivalent of 29.5. These staff members are assigned to one or more

departments or areas of Language and Media, Mathematics and Science,

Social Studies and Fine Arts, Applied Arts, Business Education,

Counselling and Administration.

The thirteen paid paraprofessional staff members are all employed

on a full-time basis. These include a business manager, two clerical-

administrative aides, three clerical-learning centre aides, 1.5 FTE

library aides, a laboratory aide and 3.5 FTE general aides. An additional

six paid student aides were used on a part-time basis.

DESCRIPTION OF STAFFING PRACTICES

An organizational chart devised to show the relationships among

the various categories of personnel within the school is shown in Figure

6.5. Formal relationshipsamong staff are shown by solid lines: less formal

consultative relationships appear as broken lines. An elaboration follows

on the three major categories of personnel, namely, the professional

staff, the paraprofessional staff, and the student aides.

Professional Staff

The professional staff of the school consists of the following

personnel: principal, vice-principal, counsellor, coordinator of

advisors, librarian, four department heads and twenty-one teachers. Both

the principal and vice-principal are full-time administrators. The

counsellor and librarian have full-time responsibilities within their

respective areas. The counsellor serves as an advisor for all students

and teachers, while the librarian advises teachers on available materials

in the library and has general responsibility for that area. The

coordinator of advisors has a unique function which has developed out of

the individualized program being offered at the school. His responsi-

bilities include the monitoring of progress made by all students, the

maintenance of close contact with all advisors, the registration of
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students who transfer into the school, and the identification and

resolution of problems associated with the school's individualized

program. Department heads have three main areas of responsibility.

They coordinate the program, supervise personnel and facilitate

comunications within their departments.

The structure of the school with its learnin 9 centres and time-

tabling allows the instructional staff in each department to meet as

a group for curriculum development. Careful timetabling ensures that

teachers within the same department have common time free from instructional

duties. The likelihood that they will all be in their subject learning

centres during this available time facilitates interaction among

teachers in related subject-matter fields.

Planning for instruction is carried out on an individual rather

than on a team basis. Very little team teaching is done although some

coordination of programs occurs in several related areas such as Art

and Industrial Arts, and Chemistry and Biology. The department heads

expressed a belief that style and method of instruction in the classroom

is best determined by the individual teacher. They stated that they

do not intervene in classroom affairs unless serious problems arise.

Most teachers expressed a desire to be freed from the non-

instructional duties which are associated with their instructional

role. They did not seem to mind the non-instructional duties associated

with their advisor and extra-curricular roles, provided that they were

not given an excessive number of students or a heavy marking load in

their subject area. Under the present arrangement the use of aides

allows them to concentrate on student needs.

Staff members identified several sources which they used when

needing information related to their courses. Sources identified

within the school were the principal, department heads and fellow

teachers. External sources of assistance were central office consultants

and the director of curriculum, regional office personnel, University

of Lethbridge staff members, ATA subject councils, and colleagues at

other h.gh schools.

Paraprofessional Staff

The paraprofessionals in this district are hired by the Direcor

of Personnel or, in his absence, the Secretary-Treasurer, according

to school board policy governing paraprofessional employees. At

present, the Vice-Principal interviews, nominates and oversees most of

the paraprofessional staff. On appointment, aides are given an initial

orientation session and on-the-job trafting in specific tasks.

Three paraprofess.ionals are employed within the administrative

offices of the school: a business manager who is responsible for

purchasing supplies, budgeting and accounting for the school; and two

clerical-administrative aides, one of whom serves as the school secretary

and the other ds the school's receptionist. The secretary is mainly
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responsible for typing and duplicating material for the administrative
staff while the receptionist is responsible for attending to incoming
telephone calls, for receiving and directing visitors and for some
administrative typing. These three individuals are directly responsible
to the principal.

The remaining paraprofesionals work in various areas of the
school and their efforts are coordinated by the vice-principal who has
the primary responsibility for these paraprofessional staff. Three
clerical learning-centre aides work in separate subject area learning
centres performing similar tasks. These tasks include typing, filing,
distribution of materials and supervision of the learning centre.
The laboratory aide works primarily in the biology and chemistry class-
rooms. She prepares experimental equipment, assists students with
their experiments, marks objective tests, records attendance and
performs general clean-up duties. The media aide does his preparation
or helps others with their media projects in a media facility. He
sets up film projectors, videotapes various programs, prepares slide
presentations and arranges displays throughout the school. The
library aide is responsible for typing, filing, and general super-
vision of the library in close coordination with the teacher librarian.

The general aides have duties which are often performed in
more than one location and in more than one subject matter field.
Their responsibilities include supervising the testing centre,
operating various machines in the printing services room, and in one case
working part-time as an art room aide. The cafeteria aide is
responsible for the preparation of meals and is assisted by several
paid student aides.

Once assigned to the various work areas, all aides, with the
exception of the clerical-administrative aides, are directly responsible
to the department heads of their areas and indirectly responsible to
the teachers. These aides are employed for a ten-month period while
the clerical-administrative aides work the full twelve months. All
aides work approximately thirty-six hours a week.

Aides are given job descriptions to guide them in fulfilling
their responsibilities. They are not required or expected to be used
in the instructional process. The aides generally agreed that their
work was clearly defined and that they were not being asked to perform
tasks outside their expectations. One exception to this generalization
was associated with the supervisory role that some aides were called
upon to perform. The supervisory role is written into their job
descriptions as part of the district policy on aides. However, it is
understood that the aides who supervise students may not discipline
those whose behavior seems to be outside the accepted norms of the
school. This may be the source of the problem voiced by some aides
who expressed a wish to be involved in neither supervising nor disciplining
students.

Most aides work in a specific area within the school. However,
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the media aide is assigned duties by the principal, department.heads,

teachers and sometimes students. These assignments occasionally cause

him to work in other areas of the school. Despite the demands made

on him by many people, the media aide expressed satisfaction with his

work which includes the supervision of an extracurricular photography

club. The Language-Media department head is responsible for assigning

tasks to the media aide and for coordination of the media centre.

Aides are not generally expected to work overtime except when

extra assistance is needed at the beginning or end of a semester.

Provision is available for overtime pay, but most aides have not made

use of it. The aides claimed that any extra time was repaid when they

wished to be released for an appointment during working hours.

Student Aides

Student aides were employed by the school to assist with the

implementation of the business education, physical aducation, and

industrial arts programs and with the operation of tne library and the

cafeteria. Student aides generally worked from two to three hours per

day, fiv.2 days a week, earning $2.50 per hour for their services.

Most of the students rec,uited for these duties were from Grade 12

and their services were endered in addition to their regular program

of school work. The student aides at the school were paid out of

school revenues and not out ol any special Department of Education

project fund. No school credits were given for this type of service.

All of the student aides interviewed stated that their responsibilities

did not interfere with their course work.

Student aides performed a variety of functions. The library

aides were responsible for supervising the reference-book room, keeping

reference-books in order, signing out materials, helping students

search for information, and sometimes assisting students vith subject

work. The business teacherconsidered the student aide assigned to

her to be invaluable. The student aide did typing and filing for the

teacher, and corrected and recorded achievement on typing exercises.

The student aide assigned to the industrial arts area had primary

responsibility for the maintenance of tools and machinery, minor

construction work and distribution of materials to students. The

student aides assigned to the cafeteria helped with meal distribution,

money collection, and cleaning. As mentioned earlier, their work was

closely coordinated with that of the full-time cafeteria aide.

Most of the student aides enjoyed the added responsibilities,

but the routine nature of their work sometimes produced boredom.

Other concerns expressed by some of the student aides related to their

dislike of having to discipline fellow students and being perceived

by their peers as a maker and enforcer of rules.

241



227

ANTECEDENTS OF PRESENT !='RACTICES

The Winston Churchill High School was established in 1960 to
serve the students on the north side of the City of Lethbridge. The
first principal of the school was R. Turner. His educational philosophy
emphasized a humanist approach and a need for student-centred education
and he worked toward this goal by implementing a number of procedures
that were to become the rudiments of the existing individualized
student-centred program at the new Winston Churchill High School.
Significant innovations he introduced were: the use of Bloom's Taxonomy
by teachers for setting instructional objectives for students, the
use of P.A.C.T. which is Planning and Conference Time, and the abolition
of corporal punishment an'd "home-room" teachers.

In 1967 the Winston Churchill High School moved to a new building.
The new location was not far from the original school site and so the
school continued to serve the same area of the city where very few
professional families lived. A noteworthy feature associated with
the new school was the teacher involvement in planning it. The
willingness of the school's professional staff to test new ideas continued
and as a result several major changes were forthcoming during the
remainder of the decade. Winston Churchill was the first in Alberta
to operate the Divided Schcp1 Year Plan, which was basically a semester
system incorporating unequal terms, and to develop its own approved
matriculation examinations. In 1968 the school took anocher innovative
step by introducing the beginnings of its present teacher aide program.
By 1970 the early examples of learning package units were being developed
on a small scale specifically by the school's Department of Social
Studies.

In 1971, W.Terriff became principal of the school. The school
administration and teachers continued the move toward more individualized
instruction and in March of 1973 tneir combined efforts resulted in
School Board approval of a plan for Winston Churchill to develop a
new individualized learning program. Several events had transpired in
the period prior to the Board's decision. In 1971 the school had two
vice-principals and five department heads. In 1972 this arrangement
was changed to f.me vice-principal and six department heads. Soon after
the Board's approval of the plan to individualize the program (circa
1974) the administrative structure was once again altered. J. Anders-m
was appointed principal and had for administrative assistance the
support of three vice-principals (Curriculum, Personnel, Extra-curricular
activities) but no dePartment heads. The use of three vice-principals
was largely to facilitate the major emphasis on curriculum building
being embarked upon by the school.

One of the most significant influences on the school during the
period of restructuring, was the Bishop Oarrdll School in Calgary.
Bishop Carroll School, a unique institution in Alberta and one designed
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to provide a high degree of individualized instruction, served.as a

model for the administration and staff. Most staff members were able

to visit and study Bishop Carroll School in operation. Several basic

differences in the Lethbridge situation made it apParent that the

Winston Churchill School could not adopt the Bishop Carroll approach

in total. There was no special funding available for the program, and

no provision for the extensive use of instructional aides. Moreover,

the design of the school, although more flexible than conventional

school plans, created its own limitations. At the Bishop Carroll

School, teachers who also acted as advisors to students had their

offices physically removed from the students' learning centre. This

isolation of the teacher from the students was not only physically

impractical but was considered undesirable by the teachers at the

Winston Churchill School.

The objectives-based program of individualized learning described

in this report was implemented at. Winston Churchill in the fall of

1974. Complementing this move were further adjustments in the staff.

Since the number of teachers employed had declined because of natural

attrition, a decision was made not to hire replacements but to make a

corresponding increase in the number of paid paraprofessionals. The

exchange of aides for teachers seems to have been a reflection of the

preferences of the school's administrative staff rather than any system-

wide board policy on staff composition. The board was prepared to

endorse all applicants recommended by the school's administrators.

The orgar.ization experienced some difficulties in the initial

phases of the plan to introduce objective-based education. The turmoil

associated with the change created considerable instability for students

and staff. The teacher role was redefined to include three major

components: instruction, sponsoring extra-curricular activities, and

advising students regarding their programs. There was some conflict

of opinion and concern expressed over the exact nature of the latter

role. In addition most teachers experienced difficulty in finding

time to carry out properly the responsibilities associated with

the advisor function as well as those associated with instruction and

the supervision of extra-curricular activities.

In 1975 G. Wigg, a former vice-principal, was appointed

principal. Some of the operational problems of the previous semester

necessitated change in the operation of the school. A further change

in the administrative structure was introduced. Because some administrative

personnel were leaving to take other positions, a reshuffl!ng of

administrative staff was possible. This change involved a reversion

to one vice-principal instead of three, and the creation of the position

of coordinator of advisors. In addition four department head positions

were established and appointments made. The coordinator of advisors

was to provide help for teachers who were experiencing problems with their

advisory role or with individual student advisees. One of the coordinator's
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main purposes was to assist in strengthening the advisor role which
.was viewed as a crucial one in this school. The return to the appointmentof department heads was necessitated because of the apparent need forbetter communication within subject matter relds. Effective communicationwithin departments was considered to be essential for the properdevelopment of learning packages and other processes associated withobjective based education. To increase the in-school time devoted tothe advisor role, teachers agreed to extend their day from eightperiods to nine. Substantial revamping of learning package materialwas intituted in the period preceding the first semester of the 1975-1c176 school year, creating an additional demand upon the staff's time.

INFLUENCES UPON PRESENT STAFFING PRACTICES

The study attempted to identify the major influences uponpresent staffing practices. The ideas discussed in this section
complement those outlined in the previous section of tne report.

Desire To Offer an Individualized Learning Program

The subject requirements and credit arrangements are the sameas for all other high schools in Alberta and reflect a fundamental
belief that individual students have different abilities and needs.To cater for these differences the school offers an approach that
exemplifies the philosophy of continuous progress education. Thekey variable in this approach is time, not academic grades, so
students are given the oPportunity to progress at their own rate andto learn in a manner appropriate to them.

The common first year provides students with an opportunityto identif y their own interests and needs while ensuring that all
students will have the necessary p rerequisites for courses they choosein subsequent years of their program.

Programs are general patterns followed by students. Eachprogram is divided into specific subjects and subject levels. Allr,ubjects have required classes which are listed on the timetable, butas long as the student is displaying
reasonable progress, he hasconsiderable choice as to where he spends his independent

study time.Most learning guides also allow students to choose how they learn.
Some prefer to do the prescribed readings and others prefer to learnfrom the audio-visual materials available. In all cases, the learningmaterials are supplemented by individual teacher help, small grouptutorials and large group lectures. Students meet the unit objectivesby following the compcnents of the specified learning guides and bysatisfactorily meeting the evaluation requirements of 80% on all testsand assignments related to the compulsory section of the course. All
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courses consist of two main sections, named CORE and QUEST.

CORE is the compulsory section of a course and consists of the

most important principles and concepts prescribed by the Department of

Education. WEST is the optional student-initiated part of each course.

For each learming package a 'B' mark is awarded to students who suc-

cessfully complete the CORE while an 'A mark is given to students who

successfully complete QUEST. At the conclusion of the course the marks

achieved on each of the learning packages are converted to a final

percentage grade. Course completion need not coincide with the end

of a semester.

Students are able to begin course work on any day of the school

year. There are no fixed entry dates for new students. Students coming

from another high school are evaluated by pre-testing and an apprais-

al of their previous work as well as their progress reports and record5:.

The work completed at another institution is matched to the

student's program outline and the appropriate credit is given. Care

is taken to ensure that supervision is maintained until the student

has adjusted to the idea of individualized self-directed Study and the

responsibility it entails.

Desire To Offer a Varied Extracurricular Program

The school has a very extensive program of extracurricular

and cocurricular activities to assist in developing the social and

physical skills of students. Every teacher typically sponsors at least

one activity, consequently the school is able to offer over forty

different team or club opportunities. Activities are grouped into

four categories: major athletic teams, minor athletic teams and

clubs, non-athletic clubs and miscellaneous school activities.

Desire To Personalize the Learning Environment

In an effort to personalize the learning environment the emphasis

has been on creating an organizational structure which would result in

greater contact between teachers and students. The structure was

designed to give teachers greater opportunity to interact with individual

students and give students greater access to teachers. The advisor

function is the third aspect of the teacher's role.

The development of a role involving instruction, supervision

of extracurricular activities and advising students, has been supported

by determined efforts to select personnel who demonstrate a desire to

relate to students in a personal and helpful manner. The tendency has

been for staff members who found difficulty in performing these three

functions to move elsewhere. As a result, the present staff is one which
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seems to be highly committed to the school's goals.

Community Influences

The successful impleTt>rtation of the program can be attributed
in part to the supportive attitude which the school board holds toward
the school's newer practice

. The attitude of the board is due, in
no small measure, to the understandir shown by its present chairman,
who, as former principal of the sEiool, is well versed on the problems
of the area and the approaches needed to resolve these problems.

Attempts to gain community support by establishing a greater
degree of contact and interaction with the parents of attending students
have not been very successful. The school's administrative staff is
seeking means to improve the situation. The school offers parents
four opportunities during the year when they may meet with their
child's advisor. A recent attempt to generate more parent interest
in the school h3s been the introduction of a weekly Parent Activity
Night. Once a week school facilities and some school staff are
available to the community at large. Parents are encouraged to enroll
in arts and crafts, industrial arts and other classes of interest to
them. It is somewhat premature to assess whether these attempts will
generate the anticipated community support.

EXPECTED AND PERCEIVED OUTCOMES

school brochure for use with parents and prospective students
presents ',he followirg four gneral objectives which the program
offerings are designed t.J acHeve: (1) to meet the individual needs
of the students; (2) to develop a sense of responsibility in students;
(3) to maintain high academic standards; and (4) to maximize the
involvement of students in a broad cocurricular program.

The extent to which each individual objective of the school
has been achieved was discussed in interviews with the administrative
staff, teachers and paraprofessionals, and several students. Impressions
gained in these interviews are recorded in the three sections which
follow.

Outcomes as F-.rceived by the Administrative Staff

The partictlar method of staff utilization in the school is
perceived to introduce a greater degree of flexibility than is common
in a more conventional high school. The differentiation of staff roles,
discussed earlier, was expected to accommodate better the changing
needs that arise within the school. As a result of this differentiation,
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particular outcomes are envisaged for staff. The new emphasis given

to the three functions performed by teachers, namely, instructing,

supervising extracurricular activities, and advising students is expected

to increase professionalism among teachers. In relation to th,3 new

instructional role the assignment to teacher aides of clerical work

characteristically associated with teaching and the removal of much

of the repetition which permeates normal day-to-day lesson planning

have created more time for other activities. For example, teachers

spend more time on curriculum building in the form of developing learning

packages and evaluating and upgrading them.

The advisor function is expected to increase student-teacher

contact and to imprrve relationships between teachers and students.

It is viewed as a mechanism to convey studerv: ideas to the school's

decision makers and thereby reshape the school's objectives.

Teacher involvement in extracurricular activities supplements

teacher-student contact associ2ted with advising and allows the

teacher to develop a sensitivity to important non-academic aspects of

student growth.

This staff differentiation is expected to result in benefits

for the student. The administrators feel that the somewhat unique

program of the school will bring additional advantages to the student.

The program aims at improving the academic achievement of all students

by offering a basic course load (CORE) supplemented by a program offering

scope enough to cater to students who show a high interest and ability

(QUEST). The intent is to create a program which will accommodate all

types of students. Further, the program at the school allows each

student to gauge his own progress. Because teachers now have standards

by which to judge student progress, namely "mastery learning," they

can now be held more responsible to students and parents than they

would otherwise be.

The aide program is viewed as an essential component of the

school's operation. A satisfactory balance has been achieved between

the number of teachers and the number of aides. No expansion of their

numbers or their roles is envisaged except for the creation of the

position of aide for the business education learning centre. At present,

the balance between numbers of teachers and aides is contingent upon

the ratio of an aide's salary to a teacher's salary considered in conjunction

with the need for the type of services each provides and the "trade

offs" which have to be made. As the salary of aides increases a tendency

to hire fewer aides may develop. Conversely, a decrease in the ratio

may encourage the hiring of more aides.

Administrative staff felt that allowing teachers to special-

ize to a degree greater than is presently permitted in one of the

three major functions of teachers, for example, advising more students

and speAing less time on instruction, or the reverse, may contribute
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to more effective utilization of staff talents and better student progress.

Outcomes Expressed by Teachers and Paraprofessionals

Teachers perceived that despite the presence of paid para-
professional staff in the school the general functions which teachers
perform have not chanyed markedly. For example, in the areas of
instruction, extracurricular activities, supervision, planning and
emotional development, the presence of aides was perceived not to have
significantly altered the tasks performed by teachers. However,
teachers believe that some changes have occurre_ in -he way that the
clerical, audio-visual, laboratory and intra-schoo' ommunications are
performed. Furthermore, teachers seemed content w, this pattern of
use of aide services and did not identify any desired changes. The
aides' responses tended to support the position of :he teachers.
Aides in general felt that their actual deployment corresponded with
the expectations they held for their role.

Teachers were adamant that paraprofessionals not perform
instructional tasks, but they were rrepared to accet a greater
involvement of,aides in the supervision of students. Teachers rated
all categories of aides high in terms 'Df their knowledge, skills,
value, reliability and interpersonal relationships. The majority of
teachers felt that a -atio of three teachers to two P aid aides could
best serve the needs of Winston Churchill High School. Teacher aides
h:ve assigned duties which they perform during predetermined periods
of time. Assistance to teachers does not fall into any rigid pattern
of time allocation. That is, aides are not assigned to particular
teachers for blocks of time. Teacher usage depends upon access to
the aides and the teacher's need for their service.

Outcomes Expresses by Students

Most students perceived that little or no conventional classroom
instruction as such occurred in the school

, but that instruction
was offered in small-group sessions where individual and group assistance
on learning guides was given by the teacher. A few students claimed
that conventional classroom instruction was given by their teachers.
Both groups of students felt that the mode of instruction used with
them was what they preferred.

The school used large-group instructional sessions to serve as
a motivational device for the QUEST program which supplements the regular
CORE program. All students are expected to attend twenty-five of the
large-group sessions a year However, many students fail to see the
purpose of these sessions and consider them unimportant. Students in
Grades 11 and 12 reported that they could not afford the time to
attend these sessions due to their heavy class schedules.
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Under the present structure most students have five instructional

periods and four preparation or study periods during the nine-period

day. Therefore, a good deal of time is spent in preparation and if a

student encJnters a problem he may attempt to seek instructional help.

Outside of the scheduled classes instructional help can be difficult

to obtain. For example, the desired teacher may be teaching. The

alternative for the student is to seek assistance from another teacher

of the sane subject-matter field who is not teaching. Teachers are

loosely organized into learning teams; instructional assistance can

generally be given if the regular teacher is unavailable. When i ilstructional

dssistance is not available the student may choose to seek his adv Isor,

consult with a classmate or an aide, or postpone the search for helP

until the desired teacher can be consulted. Students reported that in

some cases, when help was not immediately available, they took the

attitude, "forge.--it."

Students seek guidance from either their assigned advisor or

in cases of extreme concern with the guidance counsellor. Most students

see their advisor four times a day for the purpose of keeping a record

o,f attendance. Usually a scheduled weekly meeting with the advisor

is also arranged for each student. At these meetings the student's

short-and long-term goals are discusse; progress on course work is

reviewed, and attempts are made to identify and resolve the student's

academic and/or personal problems. The teacher ke,Ts abreast of

the student's progress by referring to information supplied to hiM hy

the student's course instructors.

On the day that student log-books were distributed by the study

team, students recorded in them that approximately ten to twenty minutes

were spent in discussing course related problems with individual

teachers. A similar amount of time was spent in consultation with their

advisor. Student logs revealed that time devoted to non-educational

matters varied between 20 and 270 minutes. For most students the time

devoted to non-educational matters averaged 100 minutes, including their

lunch break.

Most students reported general satis faction with the range of

courses offered in the school Students did recognize that if a needed

course was not available in the school a student could take it at another

high school if his/her timetable permitted. Another problem some students

faced when they finished a particular course was that the course they

wished to enter was at capacity. Individuals would then have to choose

either to wait until someone completed the course to allow for a

new entry, or attempt to change their program.

The majority of the students seemed to feel that the learning-

centre aides and general aides w e there to help the teachers.

However, these aides were percei ?..d by students to be of help to them

in the following ways: providing access to learning guides and other

materials, helping students interpret the instructions and content of

the learning guides, checking student attendance when the advisor was
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indisposed, helping students to locate their advisor or teacher, and
administering tests in the testing centre. Aides were not perceived
by students to be carrying out an "instructional function."

Most of the students who were contacted by the study team
suggested that their relationships with all aides were good. Some
students said they discussed their personal problems with aides they
liked. StLdents unanimously agreed that aides perform a supervisory
role, and e.xpressed no bitterness whenever- learning centre aides
reprimanded them for disrupting the study area. With the except:on
of a few students who suggested that the aides monitored and reported
inappropriate behaviour to teachers, it was generally agreed that
having extra adult personnel within the school did not produce added
inconvenience.

INTERPRETATIONS

The information preceding this section has concentrated on a
general description of the actual nature and operation of the Winston
Churchill High School. In this section the study team analyzes the
operation of the schoo' and makes comments and recommendations which
other school jurisdictions might consider before adopting programs
such as the one used at Winston Churchill.

Professional Staff

Teachers at the school were very relaxed in their relationships
with each other and with students. Their manner conveyed an attitude
of general satisfaction with the way administrative details and
communications were handled. The very convivial climate of the school
indicates that the emphasis upon social and personal relationships is
helping to maintain a good learning environment. In situations where
teachers have designated responsibilities such as the three at Winston
Churchill, some semblance of equity of teacher workloads must be
maintained. Consideration must be given to preparation requirements,
marking loads, advising loads and other professional responsibilities
to vevent teacher dissatisfaction.

The balancing of the number of aides to teachers should not be
made solely on the basis of economic criteria. Careful evaluation
should be performed concerning the specific function which each type
of position can provide and the need for their respective services.
Only then can "trade-offs" between different types of staff be realistically
made without compromising the quality of education being provided.
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Student Aides

Most student aides were assigned tasks which were somewhat

remotely related to instruction. Although students found the monetary

reward desirable, it might be more beneficial for all concerned if

the student aide program centred more on givino them some additional

educational advantages for their involvement. The type of activity

engaged in by the business education aide seemed to be of greater

educational value to student aides than were the activities of the

reading room or cafeteria assistants.

Paraprofessional Staff

The practice of allowing the school to hire paraprofessionals

seems to be worth preserving. Value can be sePn in having aides carry

out supervisory functions, but to avoid the role conflict that has
apparently developed for some aides the supervisory role might be more

heavily emphasized during the job interview. People who are willing

and able to supervise can be hired rather than having to solve the

problem by changing the job description as some aides suggest.

It is difficult and perhaps undesirable to totally prevent

aides from assisting with instruction. In some cases students accept

such help as legitimate and necessary. Assistance that the aides

were seen to provide tended to be "low-key instruction" usually
taking the form of friendly advice to the students. This type of

interaction seemed to reinforce positive relationships between students

and aides. However, any moves to increase such aide-student interaction

should give consideration to ATA policy on aides.

Students

The students at Winston Churchill High School have caso,11 and

friendly relationhips with most of the professional and paraprofessional

staff. Much student movement to and from various activities was character-

istic of the school, and students were often conspicuously outside the

classroom during "scheduled class times." This type of constant activity

may exacerbate the students' problem of finding a quiet study area.

A number of complex problems are a direct result of the flexible

program. The high-ability student makes rapid progress in this program

and the disadvantaged learners encounter less pressure than they would

in a conventional school. The school's program possibly places ave...-age

students at a disadvantage encouraging them to "take it easier" thar

they might at another school. A few students managed to complete as

little as 13 credits in a school year while others, who were either

carrying over work from another semester or trying to catch-up, were

attempting to complete 50 or more credits in a year. Students who
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were really pressured to make up work often resorted to short-cutting
the learning package work, or sought others to help them find what was
on the unit tests. The credibility of an objective testing program
could be jeopardized when this type of problem arises even though
alternative tests are provided.

Program Ir-plications of Staffin,,; Practices

Students often find that moving into an unfamilar situation
is somewhat unsettling. Educational leaders therefore have a responsi-
bility to minimize the disruption for students during the transition
to high school by reducing the disparity in staffing practices and
approaches used by the senior and junior high schools. In Lethbridgo,
an ad hoc committee is examining the practices of Winston Churchill
for their -elevance and possible adoption by other schools in the city.
This speaks well for the program. However, giving students the option
to choose among different educational programs has benefits; the
wholesale adoption of individualized programs might be undesirable.

If a particular method of staffing is considered for adoption
care must be taken to ensure that the approach to be used will cater
primarily to students' needs. Any staffing practice, especially one
related to an individualized program must guarantee students reasonable
access to teachers. If the student is left alone too much of the time
the effectiveness of the program may be compromised.

Organizational Procedures

Organizations tend to reflect the qualities and characteristics
of the leaders. The organization used at this school is not hierarchical
and, depending on the tasks performed, a given individual may be respon-
sible to a number of others. In this particular situation the exercise
of skill and diplomacy by the administrative staff is essential to
maintain effective operation of the school. The people in key leader-
ship positions must complement each other. A person with an authoritarian
outlook or a strong desire to control every facet of the school would
probably be unsuccessful in an organization like the one at Winston
Churchill.
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SOME GENERALIZATIONS

This section pi-esents some generJAizations and comments based upon

the individual school descriptions presented above.

Professional Staff

One obvious conclusion was that little differentiation of functions

performed by teachers occurred in these ten schools. That is, teachers

still tend to perform a wide variety of activities rather than be allocated

specific responsibilities, such as development of curriculu, collection

of materials, and evaluation of pupil progress, which would considerably
reduce the instructional load of some teachers. Even in those schools

where aides were employed to assist teachers in the classroom and elsewhere,

teachers still performP:d a wide variety of functions. However, the presence

of aides was perceived by teachers to have substantially reduced the
involvement of teachers in non-instructional tasks and to have increased
their involvement in other functions such as planning.

Those schools which are currently organized on the basis of teams

of educators and jides do have potential for greater differentiation; one

principal expressed the hope that this would soon occur. Staff were

generally enthusiastic about their work in teams, and although teaming

placed more demands on their time, they liked the autonomy and involvement

in decision-making.

Greater emphasis is now being placed upon advising and counselling

high-school students: this has partly resulted from semestering and a

widcx choice of options. Rather than handling this demand by increasing
differentiation of staff, i.e. by appointing more counsellors, in several

schools the teachers have been classified as "teacher-advisors" and a

greater counselling load is being undertaken by administrators, particu-

larly the assistant principals. In one school though, teachers were
critical of the isolation in which such counselling occurred, as this

occasionally led to inappropriate course selection, a difficulty which

could have been avoided had subject teachers been able to provide input

into the decisions.

The one private school, Strathcona-Tweedsmuir, provided an

interesting contrast to some of the others, particularly with respect to

staff retention. Most of that school's original staff of 1971 have been
retained, and the factors of commitment and the propect of a career which

includes monetary reimbursement r'or above-average service have probably

contributed to such retention. In addition, the assignment of administra-

tive responsibilities to half of the teachers has dispersed authority to

a degree which is much higher than average, leading to increasing staff

satisfaction.

In the elementary schools particularly, widespread concern exists

about the best means by which children who have reading difficulties can
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be asicted. .1', concern incluc'es recognition, diagnDsis and remediation.
mos.: ele, taacher atteenpt to perfor all three functions, but
because of the detailed knowledge involved and the number of students in
each class, sore teachers need to resort tc help from other people. Schools
in which additional help is available through resource-room teachers,
teacher aides, volunteer parents or cross-age grouping generally find this
help to be extreme!y valuable. Hoever, even with this additional in-school
help, some children require more specialized services than are available in
schools, and the need for external cssistance must be recognized.

Paraprofessional Staff

All ten schools employed paraprofessional staff, which was defined
as including teacher aides (clerical, instructional and general), offfte
staff, and laboratory and shop assistants. Some schools had staffing
arrangements in which instructional aides had been hired rather than teachers
partly in order to increase the ratio of adults to students. Both teachers
and teacher aides were generally enthusiastic about the work done by aides.
However, some aides felt restricted by employment requirements that limited
their involvement in instructional activities. Because of their high level
of education, they considerel, that their abilities could be better utilized.

As school programs become more d:versified, the employment of aides
becomes more wide5pread, and the range of activities that aides perform is
enlarged, greater attention will need to be given to their selection,
preparat:on, and role prescriptions, and to clarification of these prescrip-
tions among interested groups. Classification and salary schedules which
recognize both qualifications and experience, and which allow pursuit of a

satisfying career as an aide, should be investigated. The preparation of
teachers to work effectively with aides should also be considered. Some
difficulties in employing the desired number of aides may soon be encountered
if the salaries of aid2s increase morerapidly than do those of teachers.

The use of Indian aides in schools which enroll a high percentage
of Indian students is invaluable. This practice is helping to bridge
language barriers and cultural gaps. Educators and the researchers perceive
that the native students are obtaining considerable benefit. The aides also
benefit in that their employment helps them to think about further studies
and raises their self-confidence. However, the practice of employing
counsellor aides without simultaneously having available a qualified
counsellor or counsellors to whom they are responsible appears to be of
questionable value.

Adult Volunteers

Some of the schools, particularly at the elementary level, have made
extensive use of adult volunteers in a variety of ways which have enriched
the education program. In comparison with paraprofessionals which are
usually employed equitably throughout a school system, the use of adult
volunteers in a school seems to depend very heavily upon the wishes of the
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Principal. ',There a principal is enthusiastic, the opportunities for use of

these iolunteers in an elementar'i school are very extensive. Care needs to

be taken in the provision of thorough crier.ation ses':.ions for both the

volunteers and teachers, as eifficulties occur if role expectations and

ethical positions are not thoroughly understood. Lack of continuity of

service provided by volunteers can produce some problems for teachers, in

that they may hot te able to rely upon permanent help in the same way that

they can from paid paraprofessionals.

most adult volunteers vie,4 their involvement, whether regular or

spasmodic, very favorably r'Id usually wish that more parents could become

interested. For some mothers, it represents their first work outside the

home since the tirth of their children. Some reported that they had obtained

confidence in their ability to work productively and that they may seek more

regular paid employment. fhe parents have gained a better knowledge of the
school 's operation, achievements and problems, and a more rewarding school-

community relationship can result. Unfortunately, those schools in lower

socio-economic areas, with the greater need of increased adult assistance,

have a smaller pool of volunteers from which to draw. Possibly such schools

could receive more preferential allocations of paraprofessional staff.

Some administrators felt that teachers frequently refused the offer

of the services of adult vounteers because they were unsure about how they

could best be _sed. Greater use could pos.sibly be made of volunteers if

teachers were better informed about how they can be used and about the

skills of particular volunteers. Because coordination cf volunteer services

is essential and does take tin2, benefit exists in assigning such coordina-

tion to an employed paraprofessional or to a staff member such as a

teacher-linr,rian who works closely with a number of volunteers.

Student Volunteers

A decision was mode initialiy not to include descriptions of the

activities of student volunteers working on tasks in their own schools,

because this practice is very commonly used. Nevertheless, as noted in the

descriptions, some schools have formalized such activities to a considerable

extent, even to recognizing them as Work Experience Programs.

The cross-age tutoring programs, in which older students tutor

younger students who are often in a different school, are usually viewed

favorably. The Grade 9 option in which junior high students undertake a

variety of tasks in an elementary school is commonly of less value:

participating students should be carefully screened and the host school

should ensure that they are only assigned to activities with an educational

value. The same criticism could be directed at the ex.periences of some

senior high students.
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AntecedeMs of Staffing Practices

The deployment of professional teaching staff in various ways inthe schools described seems to have occurred largely in response to theneeds of particular instructional
programs, rather than from a conscious

effort to set up a particular type of staffing structure. Therefore,indi\iidual schools can have considerable influence over their own internal
staffing arrangements, within the constraints resulting from factors such
as school design, school district funding, and legal requirements, Some
arrangements were cstablished by school boards or their central office
staff, but continuation obviously depends upon the commitment and interest
of the school staff. Encouragement of adult and student volunteers is also
seen to have depended heavily upon the S..h001 staff, especially the principal.

With respect to employment of teacher aides, most of the ipcentive
appears to have come from schools, but their employment is based on a
system-wide distribution. Some school systems, notably the Calgary Roman
Catholic Separate School District, have taken the initiative and introduced
extensive use of aides in individual schools. The establishment of the
provincial Educational Opportunities Fund allowed some systems to employ
more aides, as well as other staff.

Pleson Influence, upon Staffing Practices

Based upon these school descriptions, the major influences upon
staffing practices which can presently be used in Alberta schools appearto be as follows:

(1) wishes of the principal and school staff;

(2) policies of the school board;

(3) needs of pupils;

(4) educational programs in the school;

(5) funding available from the provincial and federal governments
and from the school board, both basic and for special projects;

(6) policies of the ATA;

(7) wishes of the school community;

(8) tradition;

(9) expectations of the total educational community;

(10) availpbility of student teachers and teacher interns;

(11) availability of adult and student volunteers;
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(12) practices used in other school jurisdictions;

(13) school affiliationpublic or private; and

(14) training and.expertise of professional and paraprofessional

staff.

Educators wishing to implement greater differentiation of staff in

their schools should be aware of these influences. They should also

recognize that this greater differentiation would usually be introduced in

response to some other practice (such as particular programs) or need

(such as provision of expertise), rather than simply from the wish to

differentiate further. While admitting that the influences listed above

can be substantial constraints, the researchers gained the impression that

individual schools have greater freedom to implement staffing and other

changes than they commonly recognize or acknowledge. Manv more schools in

Alberta probably could benefit from total or partial adoption of some of

the practices which occur in the ten schools.
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CHAPTER 7

,

SUMMARY, CONCLUSIONS
AND IMPLICAPONS

Differentiated staffing has been a topic of interest to Canadian
schools since its development in the mid-1960's. The early diverse
definitions of the concept contributed to the arguments and lack of
consensus about the worth of differentiated staffing. It is now generally
accepted to be an organizational attempt to improve instruction through
reorganization of personnel and reallocation of tabks , with both
professional and paraprofessional staff differing in their responsibilities,
func,tions and, sometimes, salaries.

The idea of differentiated staffing was first introduced at a time
of teacher shortages but it seems to be viable under a great range of
conditions. Certain aspects associated with differentiated staffing,
such as collegial decision making and shifting non-instructional duties
away from teachers, are being introduced into schools at a time when
teachers arP increasingly vociferous about their professional status.

In general, parents and society at large are becoming increasingly
interested in what is happening in schools. At the same time, through the
deployment of paraprofessionals, differentiated staffing has provided an
avenue for the utilization of the services of those People who are
interested in working in schools. Of all the aspects of differentiated
staffing, this one has been perhaps the most accepted, pervasive and
successful.

Financial incentives to adopt differentiated staffing practices,
sucn as those from the ;;.S. Office of Education, were generally lacking
in Canada at both the federal and provincial levels. Yet, a number of
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schools across the country have adopted at least some aspects of differ-

entiated staffing. Figures from Statistics Canada surveys of other Western

Canadian prvinces suggest that staffing patterns with extensive utilization

of paraprofessic,nal staff may also be present in Alberta. To date, however,

data on staffing practic.es in Alberta schools have been sporadic and

limited. The present study examined alternative staffing practices which

have developed in various parts of the province in order to explore the

extent of and potential for differentiated staffing in Alberta schools.

This chapter contains a summary of the literature review, the research

methodology and major findings of the study, and the conclusions and

recommendations arising From these data.

SURVEY OF RELATED LITERATURE

ince the major development of the concept of differentiated
staffing was in the United States, most of the literature deals with

attempts to implement it in that country. Canadian literature on the

topic was also reviewed.

Definitions of Differentiated Staffing

From the various definitions first proposed, differentiated

staffing is now generally accepted to be an organizational attempt to

improve instruction through reorganization of the teaching functions

within a school so that together professional and paraprofessional staff

perform all functions traditionally assigned to the classroom teacher.

The extent of differentiatipn within each of these staffing categories may

be based on any combination of responsibility, skill, functions, or salary.

There is no single model that encompasses all aspects of the

concept. Yet, the premises that tedchers differ in their teaching skills

and the extent of their personal commitment to teaching, and that teaching

is an omnibus role including many non-professional tasks are basic to all

models.

The concept of differentiated staffing was developed in response

to the following factors: recognition of the omnibus role of teaching;
increased financial restraints; the impact of new content, curricula and

teaching methods; teachers' desire for increased participation in decision

making; and societal concerns about the quality of instruction in schools.

Differentiated Staffing in Practice

The first generation models of differentiated staffing varied

in the reasons given for implementation and in the aspects of differ-

entiated staffing chosen. One of the earliest models was the Trump Plan
for the Model Schools project which was based on the utilization of

paraprofessionals, development of a career line within teaching and
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recognition of differences in teaching skills. The Temple City models had
a itrongly economic rationale which inclucad the increased control of
staffing costs, federal funding, the elimination of one calary schedule
for all staff and the inclusion of paraprofessionals. Characteristics of
these Temple City models were a teacher hierarchy based on competence and
an increase in the adult-student ratio obtained at minimum cost.

Second generation models stressed the importance of needs assessment,
the linking of the model to stated objectives and evaluation of outcomes.
Teacher differentiation was horizontal rather than vertical and based on
aspects of the teaching function. Both the Sarasota, Florida and Mesa,
Arizona models utilized paraprofessionals, with the Sarasota model allocating
all staff on the basis of a county-wide formula.

English (1972:109) has suggested that future differentiated
staffing models would place greater emphasis on individual teaching styles
and their compatability with students' learning styles.

Many of the major differentiated staffing projects in the Unite.d
States have been influenced by the funding requirements of the U.S. OffiLe
of Education. A general examination of twenty projects, many of which
were not federally funded, showed two common characteristics: team
teaching and utilization of paraprofessionals. Most involved teacher
hierarchies, flexible scheduling, and extensive teacher participation in
school decision making.

Evaluation of Differentiated Staffing Projects

The few reported research studies which have examined student
achievement in relation to differentiated staffing were all completed in
elementary schools. In general, there were no statistically significant
differences in the academic achievements of students in schools with
differentiated staffing and students in ccntrol schools with traditional
staffing patterns. Two studies concluded tnat training for staff on role
status and concommitant responsibilities was essential.

Studies on the impact of changes in the learning environment
concluded that, in comparison with control schools, there was a greater
involvement of students in learning, and more positive attitudes towards
peer collaboration and change in teachers.

Five studies examined teacher and administrator satisfaction with
differentiated staffing. In general, teacher morale was high, and
satisfaction was expressed with the following aspects of differ itiated
staffing: staff involvement in decision-making; career opportunities;
curriculum development; using teacher talents and abilities; and staff
relations. One study concluded that while organizational changes were
not difficult to make,schools were less able to change basic organizational
beliefs, attitudes and values.
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rest Considerations

The major costs in differentiated staffing projects were in the

planning, development and implementation stages. Important cost factors

included in-service training for all categories of personnel, instructional

materials, evaluation, project coordination, and the conversion of

buildings. Operating costs were difficult to determine but were generally

reported to be approximately equal to those of traditionally staffed

schools except where there was no reduction in the number of certificated

personnel.

Implementation of Differentiated Staffing

Studies of teachers' attitudes towards differentiated staffing

indicate that administrators were generally more positive towards differ-

entiated staff3ng than were teachers; that males were more positive than

females; that secondary teachers were more positive than elementary teachers;

and that as level of education or extent of involvement in differentiated

staffing increased, so did the favorable reactions towards differentiated

staffing.

Planning Procedures

Apart from the factors which apply to planning and implementing

any change in education, important considerations mentioned in many

studies were th," extent of involvement of personnel and community :n

determining the rationale and objectives and the importance of the

involvement of teachers in decision making.

Problems occurred either when the project was tightly controlled

by school or central office administrators to minimize opposition in the

planning and design phases or when the initiating group did not recognize

the strain in ideology between independent teacher governance in schools

and the strategy of directed change.

The Canadian Experience

In Canada, both the extent and form of differentiated staffing

differ from those developed in the United States. While the guidelines

associated with U.S. federal funding shaped to a large extent the

features of American differentiated staffing projects, Canadian projects

have been almost exclusively developed in response to local needs.

Although this has encouraged wide variation in the features of differ-

entiated staffing adopted, certain commonalities are evident. All projects

had as their first commitment the improvement of in,truction through

individualization of students' programs. Mary reorganized curriculum

content areas, and placed teaching teams in charge of "families" of

approximately 150 co 300 students. All projects used the services of
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paraprofessionals and/or volunteers, and some implemented extensive
student-tutor programs.

Employment of paraerofessionals. Beginning in the early 1960's,
the numbers of paid paraprofessionals in schools have increased rapidly.
This has been due to several factors including economic conditions during
a time of teacher shortage and demands fo7 the reduction of non-
instructional duties by increasingly better-qualified teachers.

The duties of teacher aides in the main have been non-instructional,
with an emphasis on clerical and supervisory tasks and on assisting the
teacher in the classroom.

Studies on teacher aide utilization have stressed the necessity
of training for both aides and teachers, White the presence of aides did
not influence the academic achievement of students, their services were
regarded by teachers as essential.

Volunteers. .There are no accurate figures on the numbers of
volunteers in chools, but studies of particular situations seem to
indicate that their duties are similar to those of paid teacher aides.

RESEARCH DESIGN

The study sought to determine the extent of clif.ferentiated staffing
practices in Alberta schools and school systems.

A preliminary ques,ionnaire was mailed to all superintendents in
the province requesting information about specific professional, oara-
professional and volunteer staffing categories and the numbers of these
personnel involved. Superintendents were also asked to indicate schools
which they felt had staffing patterns that differed markedly from tradi-
tional staffing arrangements.

A second questionnaire surveyed a sample of Alberta schools and
school staffs to obtain specific staffing information and data on teacher
attitudes towards alternative staffing vactices.

Relevant provincial legislation was examined and representatives
from three major educational organizations, the Alberta Department of
Education, the Alberta Teachers Association and the Alberta School
Trustees Association

, were interviewed concerning this legislation, the
policies of their respective organizations and the opinions of their
members concern;, various aspects of differentiated staffing.

The most intensive data collection was at.the school level. Ten
schools which had implemented aspects of differentiated staffing were
examined and their staffs interviewed in order to describe the practices
in co ration, and to ascertain antecedents to, restrictions on, and
anticipated and unanticipated outcomes of the differentiated staffing
practices in each school.
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FINDINGS OF THE SURVEY OF SUPERINTENDENTS

The survey of school super;ntendents in Alberta sought information

with respect to differentiated staffing and the utilization of professional,

paraprofessional and volunteer personnel in the school systems of the

province. The findings reported in Chapter 3 reflect the responses of

86 superintendents with responsibilities for 116 of the province's 141

school jurisdictions.

The more formal definitions of differentiated staffing enunciated

in the literature review were not found in any school jurisdiction but

there was a range of staff utilization throughout the province. Common

examples of school organization which had some of the components of

differentiated staffing were large group instruction, team teaching,

departmentalizat:on, and the use of various categories of paid and volunteer

paraprofessional personnel.

The complete absence of Master Teachers and the small reported

number of Team Teaching Leaders may be the result of conscious efforts to

adapt the more sophisticated models of differentiated staffing, ohlch

would include these two categories, to the needs of this Province. This

absence of formally-designated positions may in part reflect the Present

attitude of the Alberta Teachers' Association toward a pyramidEJ structure

of school organization. As one superintendent pointed out, the reduction

in the number of team teaching leaders was a direct outcome of a contro-

versy between the ATA and a school board. The overall examination of
professional staffing categories in Alberta suggests an emphasis on

collegial-professional relationships among teachers, as implied in the

designation "subject area consultant/coordinator," and not on adOlnistrative/

supervisory positions.

The most widely used categories of school-based professional

personnel were resource teacher, school counsellors, and remedial teachers.

One percent or less of all schools were reported as having the following

categories: Master Teachers, Team Teaching Leaders, Psychologists,

Community School Directors and AV Directors. However, the quest ionnaire

sought information with respect to school-based personnel and it

Le concluded that schools which were reported as not having the fore-

mentioned staffing categories had no access to these specialized

services; such services may be provided by personnel deployed on a

system-wide or regional basis.

The earliest professional category of staff differentiation to be

introduced in Alberta appears to have been that of teacher-intern,

which dates as far back as 1934. No new staff differentiation categories

were apparently utilized until 1950 when school counseliors were appointed

in some jurisdictions. In general, most staffing categories were not

introduced until the 1960's and 1970's. This may reflect the renewed

interest and increased fundinq which schools received during thi5 period.
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Superintendents also provided information with regard to additional
professional staffing categories not listed on the questionnaire. These
additional personnel who were frequently a reflection of local needs
included reading specialists, native language teachers, teachers of English
as a second language, and a religion consultant.

Of the paraprofessional and support staff categories, the most
widely used was that of typists/secretaries. Three out of four schools
in Alberta have some form of clerical staff. Approximately one-half of
schools have library aides and two out of five have teachers' aides/
instructional aides.

The proportion of schools having library aides, laboratory aides
and clerical aides was far higher in the Public and Roman Catholi
Separate School Districts which are mainly urban than in the rural Counties
and Divisions. On the other hand, a higher proportion of County schools
than of schools in the morp urban systems had supervision aides and
business managers.

In this province support staff categories would seem to date back
'co 1931 when typist/secretaries were introduced in at least one juris-
diction. Other categories were introduced more recently from 1955
onward, witha fair conc,otration in the 1970's. Eight school superin-
tendents indicated several additional categories not listed on the
questionnaire. Undoubtedly this proliferation of support staff categories
is related to the newer forms of funding, such as the Educational
Opportunities Fund, which have been made available to school jurisdictions.

Data with respect to volunteer personnel were more difficult to
obtain from jurisdictions and were of a less reliable nature. This was
due in part to the local nature of volunteer help, which is arranged for
by individual schools not by the district offices, and in part to a
basic.characteristic of voluntarism itself which lacks the stability and
predictability of paid work. Yet even the tentative data that were
provided did indicate a large resource of community personnel on whose
time and dedication schools may and do draw. It would appear that this
phenomenon of volunteer assistance in schools is of recent origin. That
volunteer help does not always meet the needs of a school organization
was indicated by those superintendents who changed, when funds were made
available, from volunteer to paid categories.

In sunmary, then, Alberta school jurisdictions have moved to
specialize and diversify staff roles. These attempts to utilize more
ful'y the potential human resources available to the school reflect some
aspects of the concept of differentiated staffing which have been adapted
to the regional and local needs of the province.
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PRINCIPALS' AND TEACHERS' RESPONSES

The survey of Alberta principals and teachers sought information

about (1) present and preferred staffing practices, and (2) attit udes toward

various aspects of differentiated staffing. Chapter4 reports the findings

based on the responses of 255 principals and 342 teachers, representing

80 percent of principals from a systematically selected group, 86 percent

of principals from a nominated group and 55 percent of teachers sampled.

The survey indicated thar about two-fifths of all respondents

regularly utilized paid aides. Proportionately more principals than

teachers reported that aides worl.ed for them one hour or more per day,

and proportionately more principals than teachers had aides working for

them for longer periods of time.

About one in six respondents indicated that they could not

effectively use the services of trainedaides,while the remaining five-

sixths felt they could use such services for one or more 'hours during an

average school day. Principals with aides tended to use more aides and

more aide time than did teachers who had aides. In addition, principals

preferred to have about twice the total aide time preferrA by teachers.

In the various 'sub-groups examined, most principals and teachers

perceived "preparing Instructional materials" as the most important

activity to which aides should devote their time, and fewest perceived

"planning for instruction" as the most important activity.

When indicating the type of personnel they would like to see added

first to the:: -,chool staff most principals, whether with or without

aides, preferrec master teachers and fewest preferred teacher interns.

However, most teachers with aides preferred the appointment of instruc-

tional aides and fewest preferred teacher interns. Most teachers without

aides preferred the appointment of clerical aides and, again, fewest

preferred teacher interns.

Both principals and ttAchers tended to agree that professional

school based personnel should have more autonomy in dectsions related to

curriculum, teaching methods, rules and regulations, budgeting and

staffing. As might be expected, principals tended to be more concerned

with the utilization and development of staff, whereas teachers tended to

be more concerned with curriculum development.

The survey also indicated that teachers collaborated with other

teachers and with aides to only a small degree in planning for instruction

and in instructing. Not surprisingly, perhaps, teachers with aiues tended

to collaborate more than teachers without aides in these two areas.

With particular reference to differentiated staffing, respondents

indicated mild agreement with the items measuring their willingness to

participate in implementing alternative staffing patterns. Both principals

and teachers tended to agree tha the effectiv._ less of teachers could be
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improved by assigning some of their present tasks to non-certificatedpersonnel.

Both groups indicated moderately strong agreement with the notionthat schools should have a better way of directly linking teacher skillsto instructional responsibilities.

Overal 1, principals and teachers tended to agree more stronglywith the above-mentioned
autonomy items, with the effectiveness item,and with the link item

, and less strongly with the willingness items.

LEGISLATION, POLICIES AND OPINIONS

Chapter 5 iderlified the Department of Education, the AlbertaTeachers' Association and the Alberta School Trustees Association as threeprovincial organizations having a continued interest in Alberta education,
and reported on the policies and dispositions of these organizations towardsvarious aspects of school staffing. This information was gathered by

Ianalv is of the written policies of each organization, group interviewsheld ith senior officers of each organization and the result of question-nairL,s completed hy the officers interviewed. The following summary ,;on-centrates on in formation gathered during the first two or these activities.

The Department of Education

As a unit of the provincial public service, written policies ofthe Department of Education are for the most part contained in provincialstatute and regulation. With regard to school staffing, The School Actassigns local school boards the authority to employ such personnl as arerequired but mandates that only provincially certificated teachers can beemployed as teachers. However, Section 150(1) of this statute allows
ron-certificated b9t competenr pe-isons to be employed as French or othersecond langua.le instructors.

Duri:dg th.-ir group interview, senior Department officers perceivedthat the Dfspartnt has not found it necessary to adopt a position on the
use of teachr aides, and noted that in many cases arrangements concerningthe use of teacher aides have been cooperatively developed by localboards ard teachers. However, it was noted that the 1ncreased use ofaides in Alberta schools will probably be limited by financial constraints
faced by local boards, and be contingent on teacher support. In thelatter case, the establishment of an acceptable professional teacher-pupil ratio Was Seen as a probable prerequisite. The Department officersalso suggested tnat present pre-service and in-service training does notappear to equip teachers with skills to manage and supervise auxiliarystaff. The differentiation of professional staff roles was not seen tobe a current issue or Problem. In conclusion, the officers observed thatno major provincial program or thrust concerned with school staffing wasanticipated by the Department of Education in the near future.
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The Aiberta Teachers' Association

The Alberta Teachers' Association, as the representative association

of Albe-ta teachers, has a considerable body of written policy concerning

staifing practices in Alberta schools. Those policies that relate directly

to the employment and deployment of paraprofessionals propose that tcachers

should have control of the placement, assignment of duties, supervision and

evaluation of aides, and that as ieachers have total responsibility for

teaching they should perform most of the instruction. Teaching activities

tend to be defined in ATA policy as diagnosing and prescribing student

learning needs and educational programs, implementing educational programs

and evaluating results of the educational process.
A number of position

papers published by the ATA serve to endorse the official policies.

The two senior staff officers of the ATA interviewed indicated that,

although no extant ATA policy would prevent
differentiation of professional

functions for members, the employment of aides by boards to replace, rather

than supplement, a teacher wnuld be contrary to ATA policy. Teachers, it

was noted, may frequently perceive aides not so much as a threat to job

security, but as a threat to job status, and in many instances teachers

have reported adult volunteers as being involved in perceived abuses of

ATA policy. ATA policy states that the specification of duties and

functions of aides shouid be a prerogative of teachers and that these

should not be specified by the Department of Education or school juris-

dictions. The officers interviewed suggested that from the perspective

of the ATA, the government should not be involved in the certification

of aides. They added that it would be unlikely for teacher aides to be

afforded membershiP in the ATA in the future, it being -,e,en as desirable

for aides to organize their own collective effort. The ATA officers also

suggested that the Present university training programs for teachers could

be augmented to
provide instruction in the use of aides. In conclusion,

any attempt at unilateral in-biementation of differentiated staffing on

the provincial scale was seen as being undesirable and infeasible from

the perspective of the ATA,

The Alberta Schoo' Trustees Association

As the representative association of Alberta school boards, the

ASTA has a number of written policies that tend to support the concept of

differentiated staffing. In particular, these poiicies advocate that school

boards should be able to engage all staff that they consider necessary, that

some instruction ma7 be provided by non-certificated persons, and that

non-certificated personnel are to be subordinate to certificated staff.

The four officers of the ASTA interviewed
noted that differentiated

staffing practices in Alberta schools have been adopted as a result of

recommendations made by school system administrators. It was suggested

that the introduction of decentralized school budgeting in several Alberta

school jurisdictions had been associated with differentiated staffing

practices, and that Alberta trustees would probably respond favorably

to future initiatives proposing
differentiated staffing patterns. Confusion

regarding the denotatio)s of "pupil-teacher ratio" and "teaching" were seen

270



253

by the ASTA officials as probably contributing to many of the problems
concerning the use of aides.

These officers also observed that certification and uni lization
of aides would not appear to be desirable from the present perspective of
their organization. The introduction of professional development programs
to foster the skills and attitudes necessary to manage changes associated
with the adoption of differentiated patterns of staffing was seen as being
desirable, as was the maintenance of the present incremental approach to
the adoption of differentiated staffing practices in Alberta.

Sun. ,ary of Legislation, Policies and Opinions

In broad terms, the information gathered from these three
provincial organizations allows five genera observations to be made.

1. There would appear to be a growing need at the provincial level
to define "teaching." The general consensus among the three provincial
organizations is that this task will probably be left for resolution in the
courts.

2. The introduction of preservice and in!, vice instruction for
teachers in the use and management of aides would be considered worthwhile
by all 'hree provincial organizations.

3. The three provincial organizations would not appear to welcome
at this time the implementation of a provincial certification scheme for
teacher aides.

Li. On the whole, differentiated staffing practices in Alberta
appear to have been initiated at the local level and not as a result of
direct action by the three provincial organizations.

5. The three provincial organizations have adopted an essentially
conservative stance to the development of differentiated staffing in
Alberta and would tend to favor maintenance of the present incremental
pattern of development.

FINDiNGS OF ThE ON-SITE VISITS

The staffing practices of ten schools chosen from those named by
superintendents and after consultation with various field personnel were
examined. An attempt was made to include schools throughout Alberta,
fiom both urban and rural jurisdictions, covering all grade levels, and
including private schools.

Each school's staff differentiation practices were examined on-site
and data concerning ,.:ltecedents, problems and outcomes were obtained.

Of the ten schools examined, eight were located in urban areas,
four served low socio-economic populations, one had a majority of Indian
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students and one served children with developormtal and physical handicaps.

The present staffing practices and instructional programs in each

school have all been implemented since 1970. The extension of staffing

categories and numbers was evident in every school, with all employing

paid parapi:Jessionals. In most cases the funding was either from a

decentralized school budget or from central office funds. In one case,

however, an aide paid from an Educational Opportunities Fund grant.

The duties of paid aides differed little from school to school.

In general, they performed clerical duties, supervised students and

assisted teachers in the classroom. The percentage of time spent on these

tasks varied with the individual teacher, but clerical tasks absorbed the

greatest proportion of their time.

Only in one instance, at Calling Lake, was the primary task of

the aide identified as assisting the teacher within the classroom.

Utilizing the services of the aide for clerical tasks was discouraged,

since the roles of the aide as translator and cultural model was considered

most important. The position of teacher aide was also considered to be a

possible stepping stone to a teaching career, while at the Activity Centre

aides mentioned the lack of any long-terio salary schedule and career

opportunities as reasons for the frequent turnover in paraprolessional

staff.

Besides employing paid aides, chiefly for clerical tasks, eight

schools utilized the services of adult volunteers. Their duties varied

from that of assisting teachers either inside or outside the classroom to

helping in the library or running a lunch program. Of the ten schools,

elementary schools and those in middle to high income areas were most

likely to have ,he services of adult volunteers. In almost every case

the volunteer was female and had a child attending the school.

Student volunteers provided assistance in six schools. In one

high school they were hired as paid personnel for library, clerical or

cafeteria duties, and in two other high sck.,ols student volunteers

received worl, experience credit. !n tw.- elementary schools, junior high

school students provided assistance toteachers and worked with students

as part oc the junior high option program. Elementary students were

involved in working with younger pupils within the school in one instan,:e,

and visiting elementary students played and interacted socially with the

exceptional children at the Activity Centre.

Staff differentiation in its full meaning would seem to involve

not only toe addition of staffing categories but also the necessity of

changes in curriculum and instruction, and in teacher decision-making

power. Of the ten schools examined , two had developed strongly individ-

ualized programs with large and small group and individual sessions. Of

these only one had introduced curriculum changes more extensive than the

tailoring of course content to learning packs. In two other schools

curriculum changes and individualized instruction had been intrc.cluced

into specific programs. Team teaching as a method of instruction was
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employed in four schools but often involved more group planning than
actual instruction. Curriculum changes and the individualization of
instruction have been introduced mainly at the senior high school level
and in one junior high school while changes in staff instructional patterns
wereevidentthrouqhout the K-12 range with teachers in most schools
cooperating in group planniw.: and in some instances in team teaching.

No school had adopted the advisory board format common in U.S.
examples of differentiat-:d staffing. A near equivalent was the traditional
department heads (or equivalent) meeting, but the range of decisions open
to American advisory councils was. not evident in their Canadian counter-
parts. At most, teachers had increased their decision-making powers in
the traditional areas of curriculum and instrucCon.

More changes were evident at the administrative level. The
advent of new proc-ams and increased student guidance inprogram matters
encouraged the speLialization of duties for administrators in several
schools. However, the division of duties was more dependent on the skills
ot the individual administrators thar on any conceptualization of adminis-
trative 1:asks.

The lodel Schools Project at Bishop Carroll High School in Calgary
seems co have directly influenced Lhe development of two of the staffing
practices. In one other case, the original thrust came from a school
board member wh;le in the remainder of the other schools either the
original idea came from the principal, often in consultation with his
staff, or from individual staff members. In general, where the major
thrust was by the principal with the agreement of his staff, the chief
innovation was most often the extension of staffing categories and the
involvement of paraprofessionals both paia and volunteer in the life of
the school. Wlare the chief impetus came from central office personnel
or from staff members and principal, then more extensive changes involving
curriculLm and Hstruction and teacher decision-making power as well es
the inclusion o' paraprofessionals was likely.

in those schools where staff differentiation was most fully
implemented, the importance of having a compatible staff who sobscribed
to a particular teachiL) ,mnd school philosophy and who identified and
worked for the same educational goals was evident.

In all schools where individualization of instruction had been
introduced, teachers' duties hdd changed. There was greater emphasis on
curriculum planning and development of learning units. Teachers also
spent considerable time supervising and advising students and marking and
evaluating their work. In these situations, teacher aides were also more
involved in supervision of students than in a regular classroom situation.
Both teachers and aides were least satisfied with the supervisory aspect
of this instructional technique

The development of the teacher-advisor position was also common
to a number of schools. Although most teachers subscribed to the importance
of this function, many felt that the work entailed was more extensive than
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the time allocated and wished for fewer advisees or more tiMe. In one

school, individual zeach,-r preference was seen as the basis for future
speciali:ation in this area.

GENERAL FINDINGS

The major findings of the study are summarized below under three
headings. In the first section are listed those pertaining to the extent
ot development of differentiated staffing in Alberta schools. Next are

presented the findings relat:ld to school-based professional personnel.
Finally, those with particular reference to the utilization of paraprofes-
sionals in schools are summarized.

Differentiated Staffing

1. There was a general lack of knowledge about differentiated

staffing and wide variation in the definitions of this concept.

2. No attempts had been made to replicate in their entirety the

differentiated staffing models described in the literature.

3. There is a wide variety in the alternative staffing practices

which have been introduced in the province, most of these Initiated since

1970.

4 The alternative staffing practices identified were developed

in response to local school or community concerns about the quality of

instruction.

5. There was an absence of long-term planning and needs assessment

prior to the implementation of alternative staffing patterns in the

province.

6. No large scale funding programs to support the development of

differentiated staffing models have been inaugurated and some alternative

staffing practices have been discontinued due to financial restraints.

7. From the point of view of the three major organizations, Alberta

Education, The Alberta Trustees ADsociation and The Alberta Teachers'

Association, the present extent of staff differentiation has been based on

local initiative and has not resulted from any direct action or, their part.

8. The three major organizations favor continuation of the

present incremental approach to future policy development on differentiated

staffing.
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Professional Personnel

l. There were few instances of the development of a teacher hier-
archy beyond !*e trrlditional d,-2rartment hc,z1d position and no instances of
pay differentials v.here differences insalary were directly linked to
specific instructional duties.

2. To date, the extent of differentiation of certificated personnel
has been horizontal rather than verticarand based chiefly on the addition
of in-school personnel specializing in individual student needs, such as
resource teachers, remedial teachers and guidance counsellors, and in some
instances based on instructional methods, such as small group, large group
and individual instruction.

3. While few teachers collaborated with other teachers and with
aides in planning and in instructing, two-thirds of teachers desired
increased opportunities for collegial assis',..ance.

L. Two-fifths of teachers were willing to participate in the
implementation of alternative staffing patterns which they saw as improving
the quality of instruction; the majority did nct feel that alternative
staffing pracEices would provide a better match between salaries and
responsibilities.

5. While opportunities for increased teacher participation for
all aspects of the school program had been implemented in some of the
staffing practices studied, over two-thirds of teachers in the general
surv,I./ desired greater in-schooi responsibility and discretion in decisions
on school rules and regulations, budgeting, and staffing, as well as the
traditional areas of curriculum and instructional methods.

6. In the staffing practices examined the functions of within-
school administrators have become more complex and administrative :-oles
more closely linked with the competencies of the role-incumbents.

7. Principals opted for the addition of professional staff while
teachers desired that additional staff should be in one of the paraprofes-
sional categories.

8. The three major organizations favored the introduction of
preserviceand inservice instruction for teachers on the role and
utilization of paraprofessionals.

9. There appear to be some contradictions in the pclicy state-
ments of the Alberta Teachers' Association concerning the uti7lzation of
paraprofessionals and some confusion among teachers about the .nterpreta-
tion of these policies.

Paraprofessional and Support Personnel

1. The addition of a paraprofessional staffing category to schools
was the most widespread aspect of staff differentiation in Alberta.
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2. Teachers saw the shifting of non-instructional responsibilities

to peraprofessionals as improvina teacher effectiveness and making better

use of scarce funds.

3. Thirty-nine percent of schools employed paid teacher aides/

instructional aides and 33 percent employed paid school aides/general aides.

4. The utilization of paraprofessionals ranged from those scnools

wiLh student tutors and adult volunteers to those with paid instructiJnal

assistants, counr.21lor aides and teacher aides.

5. The duties most commonly assigned to paraprofessionals hy
teacherc and principals were the preparation of instructional materials

and the provision of assistance to students, and they preferred that aides

contirue to spend most time on these and least tin on planning for

instruction.

6. A substantial proportion of special funding programs,
especially the Educational Opportunities Fund and the Local Initiatives

Project grants, has been used to pay the salaries of para!: ofessional

personnel.

7. At present, little has been done to develop certification

procedures for paraprofessionals, Lo recognize formal training obtained

in teacher aide programs or to unionize paraprofessionals.

8. The multip.;city r)f foie c'efinitions by the provincial
associations, individual school boards, administrators and teachers has

left many aides unclear about their role in the school.

9. There is lack of agreement between the Alberta School Trustees

Association and the Alberta Teachers Association on the granting of

Ministerial Letters of Authority which allo non-certificated personnel
to teach.

10. The involvement of volunteer personnel to a, ist in the

classroom and to prepare instructional materlui,..., which ias occurred

mainly in urban areas and at the elementa,.y level, is entirely dependent

upon the wishes of the principal and the nature of the school community,
and causes unique problems related to task assignment and the uncertainty

of the service.

11. Student volunteers were extensively u,ed in the schools either

to act as tutors or to provide paraprofesional service, without apparent

consideration in some instances to the educational v3lue of these

experiences for the students involved.
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CONCLUSIONS AND IMPLICATIONS

The c°').--lirsion ?rising from the findings of the t,:udy and their
irlplications f0-r Alberta education are presented here under the same three
headings used )beve. Idithin each section the conclusions are first listed
and then gener)1 commerts and recommendations for possible action presented.

Differentia(VfLi_119,L,Conclus:-)ns

1. TN generl lack of ige about differer,iated ling
bas been due Er (I lack of (a) Pub ,y on methods of stffing
(b) opportunit'e5 to vi5't a variety of alrnatively st ffed schools, and
(c) direct epu rademept to conside,- alternative ways of staffing schools
to obtain a better match etweer teacher skills and instructional respon-
sibilities.

?. "eying the edjcational experience for students has to be
the primary rTi/e for the development of alternative staffing practices
and they must flect lOcal characterist,cs if the change is to be
effective.

TrQ la'ck of 5ufficient planning prior to implementation and
f ,the paucity o' 1(1.,-rvice Programs for all personnel, on curriculum

development a0c1 1-Istructional methodologies related to the proposed
staffing chang% have prevented a number of alternative staffing practices
from realizing Weir full potertial.

4. Tr* dd.)ptiorl of a leadership role in support of the 'evelc.:)-
ment of alterMti ye stafing practices H. 'ile three provinciai organiza-
tions has bee(' 1);%ere'el ay their differing positions on the contingent
issues of adult\ versus teacher-pupil ratios, the qualifications of the
personnel who 1-e 'liven sPecial permission to teach, and the interpretation
of "aTlequate Oubervi sion of non-certificated personnel.

Differentiate 4aff1ng:

Generd1 colliment5 de:iving from the above conclusions are presehLed.
in 'his sectWn in brief stater-ents many of which contain recommendations
for action a tt leve15, one with a provincial and regional emphasis, and
the other more related to school boards and indi/idual schools.

1M lizations

A. idCialandional.

1. It ls recomMehded that Alberta Education, The Alberta
Teachers' AysOciation, t1-1 Alberta Sch.-ol Trustees Association, and
educators qerlrallY, fOster and faciii,ute the development at the
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local level of alternative "contingency" staffing arrangements for

schools, which take into account the situational characteristics.

2. Greater recgnition and puhlicir,r should be accorded to

alternative staffing practices which have been successfully utilized

in other Alberta schools, and elsewhere. The wide dissemination of

this document containing descriptions of ten such "contingency

staffina" practices is recommended as a first step.

3. A ,--cial fund to assist in planning and implementation of

alternative sIffing practices should be set up at the provincial 1?vel.

4. Greater recognition s,.uld be given to situational differences

betwen school jurisdictions in the provision of funds for staffing

scnools.

The development of various blueprints for the planning and

implementation of alternative staffing structures should be completed

and made available for consultation by trustees, central office

personnel and school staffs.

6. The three major organizations should work toward a resolution

of the contingent issues of definitions of "teacher," and "teaching"

instead of leaving these decisions to the courts.

7. Each organization should clarify its own policies with regard

to teachers, teaching and adequate supervision of paraprofessionals.

8. :Ireater publicity should be given to the policies of each

organization, especially in relation to teachers' specific concerns

about the roles and utilization of paraprofessionals.

9. The -otion of a given teacher-pupil ratio should be generally

icc:pte' as a gjide to program enhancement and further that steps be

taken to gradually increase the adult-pupil ratio in schools.

B. Scho,-.1 ds and schools.

1. Greater recognition should be given to local situational

factors, such as, coaracteristics of students, and the socio-economic

setting of the school, in planning alternative "contingency" staffing

patterns.

2. The impact of local situ-=tional factors should be aiven

greater weight in the allocation c: numbers and types of professional

and paraprofessional personnel to shools.

3. More opportunities to visit a variety of alternatively

staffed schools should be made available to in-school personnel.
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I!. The vantacof giving formal recognition to the notions
"teacher-pupil rato and 'adult-pupil ratio" is recognized; ho:.4ever,

rigid aplicationf specific ratios is seen to tiave deleterious
eectt, ...Merl staffing chccl jurisictions ar.. sc.,00ls havinc
needs.

Professionai Personnel: Conclusions

1. The development of a professional '7eaching hierarchy has been
dereralL discarded in Alberta in favor of staff differentiation by
curricular or instructional specialization.

2. Teachers throughout the province are ready to participate in
alternative staffing practices as evidenced by their desire for greater
collegial assistance, by their desire for opportunities to be involved in
alternative staffing practices and by the extent of staff collaboration in
many of the projects funded by the Educational Opportunities Fund grants.

3. The presence of many alternative staffing practices is
associated with increased school autonomy in budgeting, staffing, curric-
ulum development and instructional methodology.

4 Alternative staffing practices involve different a1,nistrative
competencies and require a reexamination of administrative roles.

5. Teachers view the introduction of paraprol- asionals to the
schools as part of a general trend to redefine the duties of the profes-
sional teacher by shifting non-instructional responsibilities to para-
professionals.

6. Lack o sufficient preservice and inservice programs on the
role and utilizatjon of teacher aides has hampered the utilization of such
personnel in schools.

7. Much of the confusion about tne types of duties which may be
assigned to paraprofessional and to volunteer personnel has arisen from
teachers' lack of knowledge of, and variety of possible interpretations
given to, the policy statements of the teachers' association.

Professional Personnel: Implications

The implications and recommendations for possible action in
decision areas affecting professional personnel are outlined in this
section.
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Hcial and regional.

1. Grec3Ler attention should be civer to the systematic

allocation of resource personnel to schools. sL:ch as reading

clinicians for ele-entary schools, and the present emphasis on the

addition of in-school personnel specializing in Kdividual student

needs should be continued.

The introdL,ci_ion of a :eacher assistant or techr intern

cateuor,, on a ,..:ide-3cr-He oasis an,j, the more extensive use of student

:eact7ers are recommended since techers no. r-,ed, in their work ',,;ith

.LJderits fpr specialized ,:ssistance chould not be assigned to

ified Personnel.

3. Instruction on the utilization of par,:brofeionals
dould be an integral part of university preservice prourams for

eachzr

4 Provincial and regional workshops for central office and

school-based administrative personnel should be designed, giving

attention to the planning, introduction and coordination of alternative

staffing hatterns.

B. School boards and schools.

1. Boards should give greater recognition to the potential

advantages of staffing their schools in alternative ways and should

provide school staffs ruth more opportunities to participate in the

development and implementation of alterative "contingency" staffino

practices.

2. Boards and schools should give greater recognition tu the' need,

when developing newer staffind models, for increased school and staff

autonomy in budgeting, staffing, curriculum development and

instructional methodology.

3. Recognition should be given to the possible limiting factor

of using only one basis for assigning staff or of funding for staff and

applying this uniformiy to all schools within a system

4. Boards 7.nd schools should acknowledge that the introduction

of alternative staffing pra-'iccs will involve greater numbers of

in-school personnel in planr ng, organizing, coordinating and super-
vising, including the provision of an additional component to the

teacher ,J6,k-load, that of supervising paraproFessionais.
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5. Gre,3ter eriphasis suld be gi]en to the provision of inervice
:-)--',gra7'.s for all professional staff on teacher ,;ide utilization and to

provision of in-school orientatihs and inservicpe 3.-ssions f-(. both
:7rolesio7,a1 and paraprofe5s;onal sta7f on a redular basis.

6. Boards and schools should give recur:-ition to the importaoce
of adequate planning and needs assessment for f;ie successful implementa-
tion of new ..:,ffing practices.

7. Aila..Jance should be 77:ade for greater flexibility in the
ocianization of administrative p-2rsonnel within the school, and
in9ervice sessions on the pl:Iniflq, introduction and coordination
of aspects of alternative staffirq patterns should be provided for
ajr7inistrative personnei.

Parahrofesi_onal Personnel: Co71clusions

1. Although the utilization of paraprofessionals was the most
widespread and highly regarded aspect of staff differention, too Few
schools had acce.ss to paid aides.

2. Any expansion of paraprofessional services is severely
limited by the present financial status of paraprofessional funding
and the budget constraints which have been placed on school boards.

3. It is essential that the job status of some paraprofes=ional
categories be enhanced if schools are to attract to these positions the
quality of personnel which they require.

4. A lack of consensus on role definition, and ambiguity
concerning their relationship with other sta ff members, is having a
negative effect on the morale and on the performance of paraprofessionals
within schools.

5. The involvement of the community, through the use of adult
volunteers as resource persons, has enriched the educational programs of
schools, but such personnel should not be viewed as an alternative to paid
aides.

6. Junior high course options and senior high work experience
programs, which involve tudents as tutors or teacher aides, should be
examHed carefully to ensure th::t all students involved are being
provided a'valuable educational experience.

Para rofessional Personnel: Imilications

Implications and recommendations for possible action in a variety
of decision areas having consequences for school-based parap, ,fessional
personnel are outlined below.
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Provincial and regional.

r- 1. General recoiinition should be given to the important 1

contributions which paraprofessional are making and can make to

schools at all levels. Additional conditionai funding for paraprofes-

sionals should he provided_

The devel-ment of career lires for p?raprofessionals, which

includ.,:- categories such as clerical aide and instructional aide

outlined in the Chamchuk (1973) report, should be iritiated.

3. Greater atten. t should )e given to the deieloprrent of

standards for teaLher aide train:ng programs.

4. A certification program for certain categories of para-

rofessionals should be developed at the provincial level.

5. Formulating a definition of non-teach'ng duties, rather

than stressing the teaching act, is viewed as a desirable step to the

fuller utilization of both pt ifessional and paraprofessional staff in

the schools of the province.

B. School boards and schools.

1. Boards should continue to expand the paraprofessional

services in schools and experiment with different ways of utilizing

such services.

2. Task analysis of the work assigned paraprofessionals should

be done in individual schools so that e comprehensive and accurate

role descriptions could be provided to applicants for paraprofessional

positions.

3. Recognition of formal training completed by paraprofessionals

should be given in terms cf assigned duties and perhaps salaries.

4. As with professional personnel, the importance of in-school

orientations and inservice sessions paraprofessional personnel is

acknowledged and recommended.

5.
Individual schools should continue to use adult and student

volunteers where the services of such personnel prove worthwhil for

all coni7erned; however, care must be exercised not to assign them

responsibilities which require the expertise of a teacher, intern, or

trained aide.
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6. Tne 1,f 0.:7,lions and wc rs. e:4.erience progras wh
involve students as tcs or teacher a:des should move forward

aiinc adeuate attertion to the actual as well as
ben--,f:t., for all st.det,ts involved.

Su'rrary of StLiy Implications and Potential
Intervention Strategies

The findings and concluslons of the stud, identify several problem
area -. a-c: possible courses of oction related a the implementation of
alternative staffing practice- in Alberta. Tt,ese were discussed in the
preceding sections of tnis cOL,,,ter. The major points of intervention or
"action areas" identified in the study are presented in tabular form in
Figure 7.1 for ease of access by decision makers and otners. They were
placed within the framework of organizational environments developed by
Hall (1972) which was used as a general guide to data collection and
analysis.

Some of these "action areas' imply nc2(,deJ developments in the tech-
nology of teaching and administration; some involve possible changes in
legi,iation and policies; some appear to require a resolution of political
differences; others have an economic base; and still others are specific
to cultural and demographic factors. These five sets of "environmental"
variables mentioned by Hall can vi :Jed as intervention strategi and
form the vertical divisions in Figure 7.1.

Further, the "action areas" rive been classified acc,.rding :0

their general relevance to profesional personnel, both teachurs and
administrators, and to parap,-ofessional personnel.

If better ut' ,tion is to be made of the varid human resources
present'y availa. 1 entially availabft in our sch'.,ois, certain
actions seem _011ed for. The res,.dutior of the problems
identified hy these "action areas" is seen as a chal.enging but not
impossible task. Many of the problems and issues identified throughout
the study are probably best resolved at the local level of the individual
scdool or school board; o kers, such as those involving Jaanges in law or
provincial funding programs cen only be resolved by action at the
provincial or regional levels. For this reason, within each category in
Figure 7.1 the "action areas" are separated into two additional classifica-
tions. Those having implrcations for, or calling for decisions by,
provincial and regional educational ,tathorities are mentioned first; ones
having implications for district- and school-level decision makers are
then listed.

Decision ma. -s at the orovincial and regional levels ;-gy choose
to adopt intervention strategic,. hased on one or several of the five
environmental domains shown: likewise, decision makers at the school
board or individual school level may take actions implied in oge or more
of thse domains. All "action areas" are recommended for the treatment
implied in the Conclusions and Implications section of this chapter, and
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Categories and

Decision Making

Levels

Er\irorental Dorlins .ffecting School StaFing Practices

Technoloqi,al

Conditim

Lepl

Cond'lions

7

Political

Conditions

Economic

Conditions

Demographic,

Social and

Ecological Conditions

PROFESSiONAL

PERSONNEL

Provincial/

Regicaal

Boards/

Schools

Blueprints for planning

and implementing alter-

R.ffing,

Definitk-, J teaching,

teacher, te

"adequate sunvisi

Preservice programs or

the u a and supervision

of pc iprofessionals.

Inservice programs on

the use and supervision

of paraprofessionals.

Linking of stTlffing prac-

tices t3 curricular and

instructional change.

Flexibility of adminis-

trative staffing.

F'n,APROFESSIONAL

PERSONNEL

Provincial/

Regional

Boards/

Schools

281

Role definitions for

paid and volunteer

personnel.

Preservice programs

for aides.

Inservice programs for

aid,2s and volunteers.

School Act Facilitation of

definition of alternati.,,.: staffing.

"teacner'

"H"teacher-pupil' vs.

"adult-pupil" ratios.

Status of stuLnt-ar

intern-teachers.

Sections 73,

L,,,velt, of

training and

certificathr

required fcr

different

professionals.

Collective

agres :Its on

allc otion of

inst. uctional

and adminis-

trative time.

Policies on

"teaching,"

"non.teacning."

Recognition of

situational

differences

in funding

for staff.

Financial

incentives

for planning

and trHl of

altern6tive

staffing.

System-wide policy on

specialized personnel.

Pr,,ssure to inorease

participation

decision making on

staffing, budgeting,

program development.

Adequate

planning and

"needs assess-

ment" funds.

C7\

KnulAge about alter-

natve staffi-c

pre tices.

Climate con 'icive to

change in staf'ing

practices,

information about

the policies of

threc provincial

organizations.

Impact of situational

differences.

Opportunities to

observe many staffing

practices.

Certification,

Standafdization

of training.

Recognition of

training in

colleYive

agreemerts.

PoLcies on use of

paraprofessionals.

Questions of certifi-

cation/unionn tion.

Career lire concept

(job status).

Special

funding to

promote use

and equalize

ac.ess.

Decentralized

budgeting.

Funding para-

professional

use.

Information on

policies concerning

paraprofessionals.

Recognition of situa-

tional diffecences.

Figure 7.1

Points of Intervention Related to the Development of Alternative Staffing Practices in Alberta
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n lecai, :e;itical,
' re recoTTImenLled.

HNC: :OMEN-il

26 7

the development of alternative staffing Patterns as a
i-eans towards iprovement of the quality of instruction in Alberta schools

endorsed h. p_rents, teacrer-;, uboo1 boare's and the three
:rgani:ationc, man. H-,ees remain te be settled.

ST,.af: differentiation has become an impore:,t factor in education
for several reasons. First, resulting frcru reco, ltion of inadequacies
in the present program either intellectually or culturally, it has been
highlighted as an alternative by teachers and parents. Other reasons for
the increased differentiation which is occurrllg in school staffs include
the impact on school board budgets if presen economic conditions, the
high cost of education, the increasing recognitlon of the professionalize-
tion (3'l teachers and the numbers of parent volunteers who are presently
L7i1 ized in schools.

Any attempt to introduce staff differentialion must take into
account sitcAtional factors such as the size of the school, the arade
!1vek involved, wilether in a rural or urban setting, the environmental
and cultu;Tai factors specific to the setting. tne extent of community
ar7optance and the level of tralning of its teachers. Recognition must
be given to the problems which J3re aenerally associated with any change and
to tne ensuing increase in the complexity of staffing patterns, school use,
instructional mterials, ald utilization of time by teachers.

While :esearcn findings on the Lenefits of differentiated staffing
pr...'ictie=, have been generally Hnable to verify ::)ny substantial gain in
student growt;1 ratp, they have shown no lcss in the development of T-tudent
learning .patterns and ext:_nit of knowledge. Staff mora,e aFid teacher
involvemeTi : educational decisions have increased in situations where
dH-fc-entited steJfing has been introduced and, while initial planAlng
costs Tnay sc high. general operating costs are comparable with th..2,e of
schools having traditional staffing patterns.

Contingency stafHng, which emphasizes the importance of local
needs ind constraints as thr2 overriding factors in the development of
any staffing practice, is descriptive of the variety of staffing practices
in Albert-, schools. The trend toward greater autonomy for principals and
teachers in deciding on the alternative s!-affing pattern,-, within their
schools in applauded. P.T.)wever, ;_!le development of any ternative
staffing pattern must he closely linked t'o instructiona and program
changes specificall,, designed to improve the quality o eOucatioh in that
particular schooi. With changes in funding and clarifleation of existing
legislation, con:ingency staffing will become a viable alternative for
the majority of AlNo7-ta scnouls.
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